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THE RESEARCH PROBLEM 
INTRODUCTION 
The United States is locked in the grip of the worst nursing 
shortage since World War II. Connie Curran (1987), noted nursing 
leader and author, observes, "Never before have there been nursing 
shortages in every single state and in every kind of clinical area." 
At the same time that the shortage is occurring, the demand for 
nurses continues to escalate (Fagin, 1990; Harper, 1990). The 
supply-demand dilemma is further·exacerbated by a disturbing level 
of nurse turnover which is approaching epidemic proportions 
(Brief, 1976; Gilles, Franklin, and Child, 1990; Munro, 1983; 
Wandelt, 1981). 
While the increasing demand for nurses and shortages of nurses 
entering the field are factors out of the immediate control of the 
nursing profession, improving the quality of the work place to 
reduce turnover is an option which can be addressed immediately by 
most employing organizations. Therefore, the purpose of this study 
was to examine the needs of the practicing nurse in the acute care 
setting, measure climate characteristics of that nurse's practice 
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environment, and predict the degree of job satisfaction possible for 
optimum congruence between needs and climate. 
This chapter will address several major areas. The background 
for this study will present in greater detail the effects of the 
nursing shortage, the supply-demand conflict and the Needs-Press 
Framework. The significance of the study will follow, and the 
chapter will conclude with definitions of terms, and the limitations 
and assumptions of the study. 
Background 
The Effects of the Nursing Shortage 
The nursing shortage is so severe that last year 14% of the 
nation's urban hospitals were forced to temporarily close their 
emergency departments because of a lack of registered nurses (RNs). 
Another 18% had to periodically restrict the number of admissions 
(Hassanein, 1989). Presently, nearly 13% of all budgeted RN 
positions in hospitals are ,unfilled, more than triple the 3.7% 
vacancy rate of 1983 (Prescott, 1987). Fifty-four percent of 
hospitals surveyed by the American Hospital Association (AHA) in 
1989 reported "moderate" to "severe" shortages of RNs (Harper, 
1990). Stated differently, a us Department of Health and Human 
Services study (1990) found hospitals lacking some 116,600 full-time 
registered nurses with bleak prospects for the future. Federal 
estimates are that by the year 2000 the RN shortfall will exceed 
257,000. 
The shortage of registered nurses is already affecting the 
quality and cost of care available to the American public (Selby, 
1987; Mottaz, 1988). Factors such as heavier RN workloads, longer 
hours, and an increasing use of nonprofessional personnel have 
contributed to the diminished quality of care. The price of RN 
turnover and recruitment, coupled with the expense of temporary 
nursing staff, costs hospitals an estimated three billion dollars 
annually. The cost to replace one nurse ranges from $4,000 to 
$20,000 depending on the nurse's area of specialization and region 
of the country in which that nurse practices (Report of the 
Committee on Quality of Health Care, 1988; Wise, 1990). 
~ Supply-Demand Conflict 
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Some authorities believe that the nursing shortage stems from 
insufficient supply both with respect to the numbers of new 
graduates entering the prpfession and with the willingness of RNs to 
continue working in the field (Hassanein, 1989). Enrollments in 
nursing schools have declined steadily since 1985 and the number of 
applications to nursing programs also i~ decreasing (curran, 1987). 
Notoriously low wages and stressful working conditions have driven 
some from the profession. 
Other experts see the nursing shortage problem as stemming from 
a substantial increase in the demand for RNs (Fagin, 1990; Harper, 
1990). The American Nurses Association (ANA), which represents the· 
nation's two million R.N.s, points out that patients who now 
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populate hospitals are more acutely ill and require more services 
from the nursing staff than ever before (Harper, 1990). In 
addition, findings of a governmental study reported "the cause for 
the crisis is an increase in the demand for registered nurse 
services rather than a shortage of supply" (Department of Health and 
Human Services, 1988). Both the ANA and the DHHS see the increased 
demand as being partly due to increasingly complex medical 
technology, a growing aging population, and institutional cost 
containment policies that have been initiated in recent years. 
Gilles (1990) adds that recent expansion of settings in which 
nursing is practiced has accentuated the shortage of nurses for 
hospital positions. 
( 
Finally, some argue that the problem is even more serious than 
a diminishing supply and increasing demand. Studies from within the 
profession itself point to intense job dissatisfaction among nurses 
in practice. This professional dissatisfaction is being expressed 
by an unusually high nurse job turnover rate. Several reports 
suggest that turnover among nurses is a serious problem that must be 
addressed with the supply and demand issues (Brief, 1976; Gilles et 
al., 1990; Munro, 1983; Wandelt, 1981). Nurse recruiters estimate 
annual nursing turnover to be as high as 67%, more than three times 
that of teachers and one and one-half times that of social workers 
(Price and Mueller, 1981). Sixty-one percent of new graduate nurses 
change jobs after only eight to ten months (Stamps and Piedmonte, 
1986). Currently, the annual national average turnover rate is 19%, 
and the southwest regional rate is 21% (National Association of 
Healthcare Recruiters, 1990). 
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Traditionally, turnover has been linked to personal attributes 
of the nurse, such as marital status and type of education. Recent 
data suggest, however, that turnover of professional employees 
occurs due to job-related issues rather than personal factors 
(Alexander, 1988~ Butler, 1989). McCloskey (1974) found that 64% of 
nursing turnover resulted from failure of the workplace to meet the 
employee's needs and expectations. 
The roots of the nursing shortage are deep and complex. It is 
likely that all of the factors just described have contributed to 
the current shortage problem. Solutions need to be creative and 
part of a dynamic strategic plan. An early step in such a plan is an 
assessment of the effect of individual needs and the work climate on 
nurse job satisfaction. 
The Needs-Press Framework 
The Needs-Press Framework was selected as the theoretical basis 
for this study because of its attempt·to relate personality and 
environment to behavioral outcomes. This theory appears well suited 
for use in studying the psychological needs of nurses, the work 
environment in which they function, and the level of job 
satisfaction they perceive. A description of the theory now 
follows. 
German social psychologist Kurt Lewin sought to explain the 
dynamics of human behavior by utilizing principles from physical 
science. In his work concerning psychological processes, Lewin 
(1935) hypothesized that the person and the environm~nt were 
inseparably bound together. Based on this premise, Lewin sought to 
answer why a given person in a certain state and environment 
exhibits a particular behavior. 
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Lewin viewed human behavior as the dynamic interplay between an 
individual and forces from the environment. He also contended that 
it was necessary to represent the person and environment in common 
terms as part of one situation. This was stated as a formula, B = 
f(PE). "B" represents the behavior (event) as a function (f) of the 
interaction between the person and the environment (PE). 
Henry A. Murray, a physician and psychologist, adapted Lewin's 
work in an attempt to construct a theory of personality. Stating 
that behavior was one of the more important aspects of personality, 
Murray (1938) viewed behavior as the outcome of the relationship 
between the person and his environment. 
The term (P) in Lewin's formula became the concept of Need in 
Murray's work. Seen by Murray as an internal force, he defined need 
as "· •• a hypothetical process the occurrence of which is imagined 
in order to account for certain objective and subjective facts" 
(Murray, 1938, p. 54). 
Murray restated environment (E), an external force, as Press 
which " ••• designates a directional tendency in an object or 
situation." He contended that individual perception determines the 
directional tendency. Therefore, according to Murray, behavior is 
the outcome of the relationship between needs and press. 
A major contribution to the theory was made when Murray 
identified 30 forces that constitute the individual's psychological 
needs or internal forces. These same forces have environmental 
counterparts that act as social press or external forces. The 30 
forces specified by Murray as making up both internal and external 
influences on behavior are listed and defined on pages 11-13. 
Thus, the internal forces or needs defined by Murray relate to 
Lewin's personality factors. The external forces, or press, relate 
to the environment element of Lewin's formula. Murray's focus was 
to explain behavior as an outcome of th~ relationship between the 
individual and his environment, a position anchored firmly on 
Lewin's formulation (Hoy and Miskel, 1982) 
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Stern and associates further enhanced the theory by utilizing 
Murray's 30 forces to operationalize the concepts of needs and 
press. The Stern Activities Index and The Organizational Climate 
Index (described in detail in Chapter III), are projective 
psychological tests from which an indiyidual's perception of need 
and press can be inferred. These instruments, when subjected to 
factor analysis, yielded six climate and twelve needs first order 
factors. Additional factor analysis resulted in two climate second 
order factors and four needs second order factors. These first and 
second order factors are listed and defined on pages 13-19. 
Summary of Problem 
The problem that led to the development of this project was the 
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serious shortage of registered nurses that was threatening the 
quality of patient care and adding to the rising cost of health 
care. The roots of the problem relate to a diminishing supply of 
nurses, an increasing demand for nursing services, and problems 
within the profession which lead to high rates of turnover. 
Research on the role of organizational climate, if applied to the 
health care setting, has the potential to make a valuable 
contribution toward resolving the problem of nursing turnover. The 
Needs-Press Framework, developed by Murray and based on the classic 
work of Lewin, served as the theoretical basis for this study which 
examined personality needs of nurses, their perceptions of work 
climate, and the resulting expressed job satisfaction. 
Significance of the Study 
There is both practical and theoretical significance associated 
with this study. First is the practical matter of the high rate of 
turnover among nurses. The findings of this study have the potential 
to alter how job selection and placement decisions are made. 
Traditionally, a nurse selects a position based on clinical 
preference. Little or no consideration is given to how the nurse 
may fit into the work setting or to climate factors that may enhance 
or detract from that nurse's satisfaction. As more information is 
gained about the impact of the fit between the climate and the 
nurse, it is reasonaple to conclude that consideration of individual 
personality and climate factors will become part of the job 
9 
selection and placement process. Nursing students can be taught the 
value of looking for the right "fit" as well as using clinical 
preferences when making job selection decisions. Likewise, more 
attention to the "fit" between the worker and the work setting would 
enhance placement decisions made by employing agencies. Finally, the 
nurse would have additional data to consider when making job 
selection decisions. At the individual patient level, it can be 
argued that an RN who is more satisfied with his/her working 
conditions is likely to interact more effectively with clients, a 
"spill over" effect that would probably result in a higher quality 
of patient care (Weisman and Nathason, 1985). 
The theoretical significance of this study relates to the 
testing and application of a theory in a different manner than has 
been done previously. The Needs-Press Framework, the theoretical, 
basis of this study,' has never been tested in a hospital setting. 
Silver (1983) points out that, because this theory has been utilized 
widely in educational institutions,'it has generated a large body of 
research in schools of various types. However, it has been used 
only rarely outside of education. It is time to test this theory in 
a different setting and with different types of subjects to see if 
the major constructs apply. 
Silver (1983) also states that the value of a good theory rests 
on its usefulness for predicting regularities that will occur in 
reality. Although the Needs-Press Theory has implications for 
predicting behavior within organizations, Silver concludes that most 
research associated with this theory has been focused on 
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descriptions of climates and analyses of the measurement 
instruments. Little work has been done in predicting or explaining 
behavior. This study attempts to bridge both of the above research 
gaps by testing the theory in a different setting and by 
demonstrating its relevance to behavior. 
Definition of Terms 
The following terms are defined in the manner of their usage in 
this study. 
1. Job Satisfaction: The extent to which a nurse's perceived 
professional needs are fulfilled by the job he/she performs; 
measured by the Index of Work Satisfaction (Stamps and 
Piedmonte, 1986). The six components measured by the IWS are: 
1. Pay: dollar remuneration and fringe benefits received 
for work done. 
2. Autonomy: amount of job-related independence, initiative, 
and freedom, either permitted or required in daily work 
activities. 
3. Task requirements:' tasks or activities that must be done as 
a regular part of the job. 
4. Organizational policies: management policies and procedures 
put forward by the hospital and nursing administration of 
the hospital. 
5. Interaction: opportunities presented for both formal and 
informal social and professional contacts during work 
hours. 
6. Professional status: overall importance or significance 
felt about the job, in the view of the respondent and in 
the view of others. 
2. Needs: Sometimes referred to as psychological needs or 
personality needs, they are defined by Stern as "a classification of 
characteristic spontaneous behaviors manifested by individuals in 
their life transactions; measured by the Stern Activities Index 
(Stern, 1970). The thirty scales identified by Murray and, which 
serve as the basis for the index, are listed and defined below 
(Stern, 1970, p. 16). 
A. 30 Scales 
1. Abasement-Assurance: self-depreciation versus 
self-confidence 
2. Achievement: striving for success through personal 
effort. 
3. Adaptability-Defensiveness: public acceptance of 
criticism versus resistance to suggestion. 
4. Affiliation: gregariousness; group centeredness; 
social orientation 
s. Aggression-Blame Avoidance: disregard for the 
feelings of others; hostility versus denial or 
inhibition of aggressiveness. 
6. Change-Sameness: variable or flexible behavior as 
opposed to repetition and routine behavior. 
7. Conjunctivity-Disconjunqtivity: organized, 
purposeful versus disorganization. 
8. Counteraction: pers~stent striving to overcome 
difficult, humiliating, or embarrassing experiences 
or failures. 
9. Deference-Restiveness: submission'to authority, 
versus rebelliousness and defiance of authorities. 
10. Dominance-Tolerance: ascendancy over others by 
assertive control versus forbearance and 
acceptance of others. 
11. Ego Achievement: striving for power through 
social action. 
12. Emotionality-Placidity: Expressiveness versus 
stolidness 
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13. Energy-Passivity: Intense, vigorous, effort versus 
inertia. 
14. Exhibitionism-Inferiority Avoidance: Attention-
seeking versus shyness 
15. Fantasied Achievement: Daydreams of 
extraordinary public'recognition. 
16. Harm Avoidance-Risk taking: Fearfulness versus 
thrill-seeking 
17. Humanities, Social Science: Interests'in the 
humanities· and the social sciences. 
18. Impulsiveness-Deliberation:' Impetuousness 
versus reflection. 
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19. Narcissism: Egotistical· preoccupation with self, vanity. 
20. Nurturance: Helping others. 
21. Objectivity-projectivity: Objective 
detachment versus superstition (Activities 
Index) or suspicion ('Organizational Climate 
Index). 
22. Order-disorder: Compulsive organization of 
details versus carelessness. 
23. Play-Work: Pleasure-se~king versus 
playfulness , , 
24. Practicalness yersus Impracticalness: 
Interest in practical activities versus 
indifference to tangible personal gain. 
25. Reflectiveness: Introspective contemplation. 
26. Science: Interests in the natural sciences. 
27. Sensuality-puritanism:_ Interest in sensory and 
aesthetic experiences versus austerity or self-
denial. 
28. Sexuality-Prudishness: Heterosexual interests 
versus asceticism. 
29. Supplication-Autonomy: Dependence on others for love, 
help, and protection. 
30. Understanding: Intellectualization; problem solving 
analysis. 
B. First-Order Factors (Each definition is followed 
by the needs scales from which the factor was derived 
(Richman and Stern, 1975b, p. 7-10). 
1. Self-Assertion 
Reflects a need for personal power and social or 
political recognition, the need to'occupy a favorable 
or prominent position in a group, and to be highly 
regarded by others. A high score involves affirmative 
responses to such items as "taking an active part in 
social and political reforms," "persuading a group to 
do something my way," speaking at a club or group 
meeting," and imagining,myself President of the 
United States." (Ego-Achievement, Dominance, 
Exhibitionism, Fantasied Achievement) 
2. Audacity-Timidity 
Reflects 'an elitist syndr,ome, a need for satisfaction 
through uncommon efforts. This orientation is more 
personal and less soci~l than Factor 1. The emphasis 
is on skill and aggressiveness in both physical 
activities and interpersonal relationships. Typical 
items include: "driving fast," "playing rough games 
in which someone might get hurt," "setting myself to 
tasks to strengthen my mind, body, and willpower," 
"doing something that might provoke criticism," 
"annoying people I don't like just to see what they 
will do." (Risk-Taking, Fantasied Achievement, Aggression, 
Science) 
3. Intellectual Interests 
The scales with the highest loading on this dimension 
are based on items involving various forms of 
intellectual activities, the arts as well as the 
sciences, the empirical as well as the abstract. 
Examples are: "finding the meaning of unusual or 
rarely used words," "comparing the problems and 
conditions or today with those of various times in 
the past," and "collecting data and attempting to 
arrive at laws about the physical universe." 




This factor, like the three preceding it, represents 
still another form in which the need for achievement 
may be expressed. Factor 4, however, describes the 
more conventional forms of striving per se, as a 
process divorced from any specific content or goal. 
It involves elements of competitiveness, and 
perseverance as well as of intellectual aspirations. 
It reflects a tendency to derive personal 
satisfaction from hard work and perseverance for 
their own sake. A person with high motivation likes 
to "set difficult goals," "compete with others for a 
prize or goal, "return to a task that has previously 
failed, and "concentrating intently on a problem." 
(Achievement, Counteraction, Understanding, Energy) 
5. Applied Interests 
A high score on this factor suggests an interest in 
achieving success and satisfaction through 
conventional means. Interests are oriented toward the 
known and the applied. The items involve orderly and . 
conventional applications of skills in business 
enterprise, "fixing light sockets, making curtains, 
painting things, etc, around the house," "learning how 
to prepare slides of plant and animal tissues, and 
making my own studies w~th a microscope," and "keeping 
a calendar or notebook of the things I have done or 
plan to do." (Practicalness, Science, Order) 
6. Orderliness 
People with high interest in activities stressing 
personal organization and deliberation. Impulsive 
behavior is avoided and self-control is maintained 
through the use of ritual, routine, and detailed 
planning. People who are very orderly like to 
"schedule time to work and play during the day" and 
"plan good reading programs for themselves." They like 
to "get up and go to bed at the same time each day" and 
"keep an accurate record of the money they spend." 
(Conjuctivity, Sameness, Order, Deliveration) 
7. Submissiveness 
The preceding factor suggests a strong defensive 
system based on rigid internal controls for guarding 
against the expression of frightening impulses. 
This factor also implies a high level on control, 
but in this case involving social conformity and 
other-directedness. High scores tend to avoid overt 
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conflict and direct confrontation. The items 
emphasize humility ("admitting when I am in the 
wrong," "trying to figure out how I was to blame for 
the argument"), helpfulness ("having other people 
come to me with their problems"), and compliance 
("doing what most people cotell me to do, to the 
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best of my ability.") (Adaptability, Abasement, Nurturance, 
Deference) 
8. Closeness 
This factor is closely related to Factor 7. 
However, the abusive and self-denying qualities 
implicit in Factor 7 are absent here. In their 
place is an acceptance of items that recognize one's 
needs for warmth and emotional supportivenesss. 
Thus "belonging to a close family group that expects 
me to bring my problems to them," "watching a 
couple who are crazy about each other, and 
"comforting someone who is feeling low," are 
activities that characteri~e the emotionally close 
person. (Supplication, Sexuality, Nurturance, Deference) 
9. Sensuousness 
The items associated with this factor are concerned 
with activities of a sensual character. They suggest 
a measure of self-indulgence along with a delight in 
the gratifications to .be obtained through the senses. 
This includes aesthetic.experience and appreciation of 
the fine arts. sensuous people enjoy "listening to 
the rain fall' on the roof or the wind blow through 
the trees," "sketching or painting," "dressing 
carefully, being sure that the colors match," and 
"daydreaming about being in love with a particular 
movie star or entertainer. (Sensuality, Narcissism, 
Sexuality) 
10. Friendliness 
Persons with high scores on this factor are 
interested in friendly, playful relationships with 
other people. They like simple and uncomplicated 
forms of amusement enjoyed in a group setting. Such 
people "lead an active social life," " invite a lot 
of people home for a snack or party," and "like to 
be out for a good time." (Affiliation, Play) 
11. Expressiveness-Constraint 
This factor stresses emotional lability and freedom 
from self-imposed controls. Individuals with a high 
expressiveness score appear to be outgoing, 
spontaneous, impulsive, and uninhibited. They like 
"yelling with excitement and a ball game," "speaking 
or acting spontaneously," and "flirting." 
(Emotionality, Impulsiveness, Exhibitionism, Sexuality) 
12. Egoism-Diffidence 
This factor reflects an extreme preoccupation with 
the self. The items are concerned with appearance and 
comfort, as well as with fantasies of extraordinary 
achievement and public recognition. Egotistic persons 
enjoy· "having lots of time to take care of their hair, 
hands, clothing etc.," "pretending to be a famous movie 
star," or "waiting for some sign of success before 
making an importance decision." (Narcissim, Fantasied 
Achievement, Projectivity) 
c. second Order Factors 
1. Achievement Orientation: Strong ego strivings 
directed toward success or personal accomplishment 
2. Dependence: Submissive and socially controlled 
behavior 
3. Emotional Expression: Social participation and 
spontaneity 
4. Educability: A combination of intellectuality and 
submissiveness 
3. ~ Graduate: An individual awaiting licensure who 
graduated from an accredited RN educational program within the 
previous year. 
4. Nursing Turnover: The total number of nurses who resigned 
during the year as a percentage of the total number of nurses 
employed during the year. 
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5. organizational Climate: The characteristics of a patient 
care unit as perceived by the individual within the unit and 
measured by the Organizational Climate Index (Richman and Stern, 
1979) 
6. Patient Care Unit: A geographically and administratively 
distinct area of the hospital; with a permanent core nursing staff, 
an assigned number of beds, and a set of tasks directed to the 
treatment and care of hospital inpatients. 
7. Press: The external environmental characteristics of an 
organization; inferred from the social and physical characteristics 
of the setting as perceived by he respondent; usually referred to as 
the climate or atmosphere of an organization. The same thirty 
characteristics defined previous with Needs also are us~d to define 
press; measured by the Organizational Climate Index (Stern, 1970). 
A. First Order Factors. Each definition is followed by the 
scales from which the factor was derived (Richman and Stern, 
1979, page 7-8). 
1. Achievement Standards 
Environments with high scores on this factor are 
perceived to stress high standards of personal 
achievement. Tasks are successfully completed and high 
levels of motivation and energy are maintained. 
Established procedures are constantly subject to 
revision and improvement.' Recognition is given for work 
of good quality and quantity and the staff is expected 
to achieve at the highest levels. (Achievement, Change, 
Counteraction, E~otionality, Energy, Impulsiveness) 
2. Intellectual Climate 
Environments with high scores on this factor are 
perceived as being conducive to scholarly interests in 
the humanities, arts, and sciences. Staff and physical 
plant are seen to be facilitative of these interests and 
the general work atmosphere is characterized by 
intellectual activities and pursuits. {Achievement, 
Fantasied-Achievement, Reflectiveness, Science, 
Understanding, Ego-Achievement, Energy, Exhibitionism, 
Humanities/Social, Sensuality) 
3. Practicalness 
organizations with high scores on this factor are well-
organized. Programs are likely to be well-structured 
and their objectives clear. Rights and duties are well-
defined and the organizational hierarchy is cheerfully 
accepted. {Affiliation, Harm Avoidance, Nurturance, 
Practicalness) 
4. Supportiveness 
Organizational climates scoring high on this factor 
respect the integrity of the individual and provide a 
supportive environment that would closely approximate 
the needs of more dependent people. There is a sense of 
fair play and openness in the working environment. 
{Assurance, Affiliation, Blame Avoidance, Conjuctivity, 
Tolerance, Objectivity, Supplication) 
5. orderliness 
High scores on this factor are indicative of a 
press for organizational structure and procedural 
orderliness. Neatness counts and there are pressures to 
conform to a defined norm of personal appearance and 
institutional image. Staff are expected to go along 
with administrative policy. .{Adaptability, Blame Avoidance, 
Conjuctivity, Deference, Nar,cissism, Order) 
6. Impulse Control 
High scores on this factor imply a great deal of 
constraint and organizational res~rictiveness in the 
work environment. There is little opportunity for 
personal expression or for any form of impulsive 
behavior. staff feel that their behavior is 
on display and act accordingly. {Deliberation, Work, 
Prudishness) 
B. Second Order Factors 
1. Development Press: a cluster of social forces that 
together foster the self-realization and personal 
development of individuals within the organization 
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2. Control Press: a cluster of social forces that 
together work to impede the self-realization and 
personal development of individuals by restricting 
expressiveness (Steinhoff and Bishop, 1974). 
8. Registered Nurse: A gr~duate of either a two year 
associate degree program, a three year diploma program, or a four 
year baccalaureate program who has successfully written the state 
board licensure examination. 
9. Staff Nurse: A registered nurse who currently is licensed 
in the state of Oklahoma or Texas, who works under the supervision 
of a head nurse, and whose primary function is patient care 
delivery. 
Limitations and Assumptions of This Study 
Several limitations in the proposed study exist. Most relate 
to the difficulties encountered when one seeks to study human 
behavior. 
First, when utilizing a self-administered psychological 
instrument, there is no guarantee that the subject will answer 
honestly. It was assumed, however, that the anonymity ensured by a 
mailed questionnaire would result in an honest response. 
second, the respondents, even though desiring to respond 
correctly, might have answered as tney wish things were or as they 
perceived the researcher wished them to answer. A related problem 
concerns the fact that some nurses may not be in touch with how they 
really feel due to strong defense mechanisms that distort their 
perception. The researcher assumed that respondents would follow the 
directions and answer as they currently perceived the situation to 
be. 
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This study also was limited by the inclusion of only Texas and 
Oklahoma hospital staff nurses residing in counties.containing 50-
1500 RNa. Nurses living in larger or smaller a~e~s were excluded 
from the study as were nurses working outside the hospital setting 
or in different roles within hospitals. Therefore, generalization 
of findings to communities of different sizes and nurses functioning 
in other roles must be made with caution. 
Another limitation of this study was the low response rate. 
The time required to respond may have discouraged some from 
participating in the research. Part of the problem related to the 
age of the population lists which were purchased from both Texas and 
Oklahoma. Although new name.s were added to the lists as new 
licenses were issued, new lists which removed the names of nurses no 
longer residing in the state were produced only every two years. 
The investigator was not aware of the age of the list at the time it 
was purchased or data collection would have been delayed by two 
months to allow use of the new list which would have the old names 
removed. The result of using old lists was that 51 questionnaires 




The purpose of this chapter is to provide a review of 
literature which addresses the effects of organizational climate and 
of individual needs on worker job satisfaction. To this end, the 
chapter is divided into three sections. The first section traces 
the conceptual development of climate followed by a review of 
relevant research concerning the effect of climate on worker 
satisfaction. Section two presents findings from studies which 
examine the effect of individual personality needs on job 
satisfaction. Section three is devoted to an analysis of studies 
which address the interaction between climate and needs on job 
satisfaction. 
As the reader will soon discover, the distinction between 
psychological and structural measures of climate as determinants of 
job satisfaction is not conceived well in the literature. Although 
difficult to totally eliminate all overlap, the present review 
concentrates discussion of organizational structural attributes in 
section I and psychological attributes in Section II. One must keep 
in mind always that tpese two are related intimately and perhaps are 
addressed best as interactions, as defined in Section III. 
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Literature Related To organizational Climate 
Conceptual Development of Climate 
Classic organizational 'theories, as defined by Taylor (1911) 
and Gulick and Urwick (1937), saw climate strictly as an 
organizational factor which was useful in differentiating between 
organizations. Early climate perceptions were based on the premise 
that climate impacted people rather than being created by them. An 
early definition of organizational climate reflected this view. 
Forehand and Gilmer (1964) defined climate as 
• the set of characteristics that describes an 
organization and that a) d·istinguishes it from other 
organizations, b) are relatively enduring over time, 
and, c) influences the behavior of people in the 
organization (p. 362). 
Despite the prevalent organizational emphasis during the early 
years of management theory development, Allport (1924) suggested an 
interdependence of personality varia~les, particularly social 
variables, with the environment. Lewin's (1951) classic theories in 
social psychology further developed the concept of interdependence: 
• • • the state of the person (P) and that of 
his environment (E) are not independent of each 
other ••• In other words, E = f(P). The reverse is 
also true: the state of the person depends upon his 
environment, P = f(E) ••• the person and his 
environment have to be viewed as variables which 
are mutually dependent upon each other '(p. 239). 
Katz and Kahn (1966) advanced the idea of an interdependence 
of the individual and the organization with their theoretical work 
on open systems. They described open systems as having the 
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distinguishing feature of an interactive relationship with the 
environment and feedback loops. 
Organizational psychology grew out of a need to study this 
interaction through a more dynamic approach than was recognized by 
the traditional theories of organizations (Payne and Pugh, 1976). 
This change in thinking was reflected by the introduction of the 
organizational climate concept. Within this new framework, 
organizational climate was defined as the result of a two-way 
interaction between the climate and the individual, and which 
constitutes the perceived environmental setting for behavior and 
which explains how the organization becomes a "psychologically 
meaningful environment for the individual" (Payne and Pugh, 1976, p. 
1126). Thus, the belief had evolved that individual needs, values, 
and goals influence perception of the climate, and the climate 
affects the individual's gdals and attitudes and behaviors. 
Individual differences and the variability of human behavior were 
recognized now as a central theme in climate research. 
At the same time, Tagiuiri (1968) advanced the individual 
component of climate when he defined climate as a configuration of 
values for a set of attributes. He wrote: 
Organizational climate is a relatively enduring 
quality of the internal environment of an organization 
that 1) is experienced by its members, 2) influences 
their behavior, and 3) can be described in terms of the 
values of a particular set of characteristics of the 
organization (p. 27). 
In spite of the recognition that a dynamic relationship exists 
between the person and his environment, research still continued to 
focus on individual characteristics or on organizational structure, 
but not on both. Litwin and Stringer's climate model (1968) 
attempted to integrate the two theoretical systems into one. They 
presented climate as an intervening variable, mediating between 
organizational systems and individual needs. They contended that 
the organizational system and individual perceptions generated a 
climate which either supported or suppressed motivation. Thus, 
Litwin and Stringer defined organizational climate as a 
set of measurable properties of the work environment, 
perceived directly or indirectly by the people who live 
and work in this environment and assumed to influence 
their motivation and behaviors (p. 42). 
Others have stated notions similar to Litwin and Stringer's. 
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Schneider's (1973) "perceived climate" also is conceptualized as an 
intervening variable which is the result of a summarized perception 
of an individual's experiences and which affects behaviors. 
Pritchard and Karasick (1973) described organizational climate as 
the psychological environment of an organization which interacts 
with individual differences to influence behavior. Johnston (1976) 
identified the interaction of situational variables and the 
personality of the individual perceiving the climate. Thus, climate 
was established as a multidimensional construct which functions as 
an intervening variable between individual personality 
characteristics and behavior. 
As researchers continued to define additional aspects of 
climate, LaFollette and Sims (1975) refuted an emerging concern that 
climate and satisfaction were too closely linked to be considered 
separately. The general argument was that description of one's 
25 
environment or situation is directly related to the satisfaction 
with that environment. LaFollette and Sims evaluated previous 
research on the subject as well as statistically testing one 
hypothesis. The redundancy hypothesis was found to rest on 
judgmental assumptions rather than causal or longitudinal analysis. 
LaFollette and Sims emphasized that further longitudinal research 
was needed to establish causality. , 
Woodman and King (1978) summarize the purpose of studying 
organizational climate from an empirical and practical perspective: 
As evidenced by the large amount of writing and 
research in the area, considerable agreement exists 
that organizational climate is a meaningful concept and 
one which has important implications for understanding 
human behavior in organizations (p. 816). 
Silver (1983) adds: 
Much of the empirical research associated with climate 
has been focused on descriptions of climates in diverse 
organizations • ,• ., but little has been directed toward 
predicting or explaining behavior (p. 220). 
Studies of the Effect of organizational 
Climate 2n Job Satisfaction 
In his classic work which describes factors that motivate 
workers and factors that serve to only maintain current practices, 
Herzberg's (1959) Two Factor Theory addresses both the structural 
and psychological aspects of climate and how each effect job 
satisfaction. Based on the earlier work of Maslow (1951), Herzberg's 
theory challenged the commonly held assumption that satisfaction and 
dissatisfaction were opposites. Herzberg presented the two as each 
occupying its own continuum with the opposite of satisfaction being 
26 
no satisfaction and the opposite of dissatisfaction being no 
dissatisfaction. According to Herzberg, factors which cause job 
satisfaction include: achievement, recognition, work itself, 
responsibility, advancement, and the possibility for growth 
(Herzberg, 1966). Factors that serve to only maintain current 
levels of productivity and that lead to dissatisfaction when absent 
or perceived as negative are: company policy and administration; 
technical supervision; superior, subordinate, and peer interpersonal 
relationships; working conditions; status, job security, and effects 
on personal life. Herzberg maintained that improvement of 
dissatisfiers does not result in greater satisfaction. Rather, 
Herzberg reported, satisfaction results from intrinsic factors that 
are characteristic of the needs of workers for achievement, for 
recognition, and for opportunities for growth. Thus, from a 
strictly organizational perspective, work environment (ie, climate) 
often was often viewed as "extrinsic" or more likely to dissatisfy 
than intrinsic factors which relate more directly to individual 
need. 
Several studies in nursing satisfaction literature are based on 
Herzberg's work. White and Maguire (1973) attempted to test 
Herzberg's theory with a group of hospital nursing supervisors. 
Using a semi-structured interview format adapted from Herzberg, they 
found that feelings of satisfaction resulted when the need for 
challenging and creative work, for recognition, and for 
opportunities for advancement were met. When absent or perceived as 
negative, climate aspects, such as supervision and delegation, 
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created dissatisfaction among the supervisors. 
McCloskey (1974) reported similar findings following her study 
of 94 staff nurses who had resigned their positions. Herzberg's 
extrinsic factors (salary, supervision) were identified as factors 
to consider when seeking a job, but were not considered sources of 
satisfaction. Others reported similar findings in studies of new 
graduate nurses (Cronin-Stubbs, 1977; Munro, 1981) Jordanian nurses 
(Zuraikat and McCloskey, 1986), and community health nurses (Geiger 
and Davitt, 1983). Wandelt, Pierce, and Widdowson, (1985), 
reported, following an extensive study of over 3500 Texas nurses: 
Without a doubt, dissatisfaction stems from factors 
related to the work setting-rather than from nursing 
practice (p. 45). 
Because a part of climate relates to structural aspects of an 
organization, other organizationally imposed factors have been 
studied in relation to satisfaction. For example, Perry (1978) found 
quality of supervisory support to be strongly related to nurse job 
satisfaction. Blenkarn (1988) cited method of care delivery as an 
important factor when she discovered high levels of satisfaction 
among nurses practicing primary nursing. However, in a study of 137 
nurse managers from eight Houston acute care facilities, Wells 
(1986) found no difference between job satisfaction scores of nurse 
managers of decentralized and of centralized hospital settings. 
Perhaps the most comprehensive nursing study which considered 
the effect of individual climate on job satisfaction was undertaken 
by Weisman, Alexander, and Chase (1980). Following a two wave panel 
longitudinal study of hospital staff nurses from two university-
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affiliated hospitals, the researchers analyzed multiple variables 
and their effects on job satisfaction. Three types of data sources 
were employed (hospital documents, head nurse reports, and staff 
nurse interviews) in the study and four categories of independent 
variables were considered: individual characteristics, structural 
attributes, job attributes, and perceptions of unit characteristics 
and attributes. Job satisfaction, the dependent variable, was 
measured at the second wave which occurred five months after the 
first. At both hospitals, perceptions of the job and nursing unit 
were the most important category of independent variable, 
contributing over 50 percent of the variance in job satisfaction 
levels. The researchers conclude, "• •• the findings of this ~tudy 
reveal the importance of organizational considerations in the study 
of nursing job satisfaction (p. 360). 
Concerned with the problem of turnover, Price and Mueller 
(1981) developed a causal.model for turnover following a 
longitudinal study of 1,091 non-supervisory registered nurses. 
Seven of the nine independent variables examined were related to 
climate. The presence of opportunity for participation, for 
instrumental communication, pay, for justice, and for promotional 
opportunity were related positively to increased satisfaction and 
reduced turnover. 
Much climate research in health care focuses on specific 
clinical settings. The following studies describe climate and its 
effects on job satisfaction in mental health facilities, critical 
care, and newborn intensive care units. Findings all point to the 
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strong relationship between the psychological climate and nurse job 
satisfaction. 
The "therapeutic climate" in relation to patient outcomes has 
been widely described in mental health literature. However, the 
perspective of the psychiatric nurses was examined by Dorr, Honea, 
and Pozner (1980). The Ward Atmosphere Scale (Moos 1974) was 
completed by 66 nurses who responded as they perceived the ward 
(real) and as they perceived the ward should be (ideal). Findings 
from this study supported the contention that psychiatric nurse's 
job satisfaction is related reliably to their views of the social 
climate on the wards in which they work. Similarly, Brady and 
Jones, (1980), in their work with staff in a mental health facility, 
found support for the belief that job satisfaction is related to 
individual perception of the social climate of the work setting. 
Again, social climate factors were found to be significant, 
this time in a critical care settings. Hart and Moore (1989) looked 
at the relationship between climate and staff nurse satisfaction in 
eight critical care units from the same tertiary care center. Their 
findings indicated significant inter-unit differences among 
organizational climate determinants and nurse satisfaction, thus 
supporting the multiple climate perception. However, all positive 
perceptions of organizational climate resulted from positive 
perceptions of the social atmosphere. Job satisfaction was 
positively correlated with positive climate perceptions. 
Likewise, in their work designed to develop a causal model for 
staff turnover in eighteen neonatal intensive care units, Duxbury, 
Henley, and Armstrong (1982) discovered a significant relationship 
between climate and nurse job satisfaction. 
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Psychological climate was examined by Gilles, (1990), when she 
studied nursing caregivers from different units of the same large 
teaching hospital. She found that the quality of group interaction 
was the most important determinant of job satisfaction. Satisfied 
nursing personnel in her study described their organizational 
climate as high in warmth, support, and identity. 
Within nursing education, the importance of the dean's behavior 
on setting the climate and the resulting job satisfaction expressed 
by faculty was reportedcby Donoho (1986) in her study of 15 
accredited baccalaureate schools of nursing. Ferguson and Haussler 
(1983) sought to establish a relationship between quality, climate 
and satisfaction by looking at 180 full-time faculty in five top 
ranked nursing schools. Satisfaction was found to be greater among 
faculty in the top schools who perceived fewer organizational 
constraints on their personal and in~ividual expression. 
Summary 
The study of organizational climate has progressed from the 
early conceptualization of purely an organizational attribute to the 
current view of climate as a dynamic factor which is defined and 
interpreted by the individual and which impacts the behavior of 
individuals within organizations. Empirical findings indicate that 
both structural and psychological aspects of organizational climate 
have an impact on the expressed job satisfaction of workers in a 
variety of settings. 
Studies of the Effect of Individual 
Needs on Job satisfaction 
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Research during the last half century has broadened the concept 
of the needs and nature of man to encompass more human elements, 
including emotional and social needs. Mayo's (1945) work stressed 
the importance of group interaction over other needs in the work 
situation and was the first industrial study to consider the worker 
from a psychological perspective. 
Maslow's (1951) Human Motivation Theory followed as an 
important influence on the study of job satisfaction as it relates 
to the individual's needs. Maslow classified needs by using a 
hierarchical arrangement designed as a pyramid. Basic physical needs 
(food, clothing, shelter) form the base of the pyramid, with safety, 
belongingness, esteem, and self-actualization forming the remaining 
levels. Maslow proposed that individuals are motivated to meet 
their lowest unfulfilled needs in the hierarchy. Also, according to 
Maslow, human needs never are satisfied, because as soon as one is 
met, another takes its place. Maslow contended that if a need that 
has previously been met is threatened, the individual will return to 
that level before continuing up the hierarchy toward self-
actualization. Maslow clearly linked job satisfaction with the 
ability of an individual to move up the levels of the pyramid. 
Recent literature concerning nursing job satisfaction focuses 
on Maslow's higher needs. Nicholson (1986)), observed that a peer 
counseling program designed to provide "care for the caregiver" 
reduced the stress levels of hospital nurses, thus enhancing their 
sense of safety and security in the work setting. In addition, 
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professional self image was found to be related directly to level of 
job satisfaction in both hospital and public health nurses (Geiger 
and Davit, 1988). Several researchers have documented the important 
role of autonomy in nurse job satisfaction (Munro, 1983; Roedel and 
Nystrom, 1988; Seybolt, 1986). McClosky (1990) identified both 
autonomy and social integration as important job concepts for 
nurses. Defining social integration as "the degree or level of 
supportive relationships with co-workers", she stated that belonging 
to a cohesive work group is a major need satisfier. Further, she 
wrote, "when the need is not satisfied, the worker is not likely to 
adjust to the work situatio,n" (p. 45). 
Frederick Herzberg and his colleagues used the critical 
incident method in 1959 to interview 200 Pittsburgh engineers and 
accountants about job situations that they had found satisfying or 
dissatisfying. The stories were analyzed according to content and 
classified according to job factors that each contained. The 
researchers discovered different factors emerged depending on 
whether worker satisfaction or dissatisfaction was being described. 
From this finding the Two Factor Theory was developed (1959). The 
"motivators" or "satisfiers" identified by Herzberg are: 
achievement, recognition, the work itself, responsibility, 
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advancement, and the possibility for growth. These motivators 
closely parallel the top two levels of Maslow's hierarchy, self-
esteem and self-actualization. In fact, using Maslow's terminology, 
Herzberg once said, "Man tends to actualize himself in every area of 
his life and his job is one of the most important areas" (1962). 
Herzberg identified different factors as "hygiene" or 
"maintenance" factors which cannot motivate but when absent, can 
lower performance and cause job dissatisfaction. These job context 
factors which meet lower order needs on Maslow's model but do not 
lead to satisfaction include: company policy and administration, 
technical supervision, superior, subordinate, and peer 
relationships, working conditions, status, job security, and effects 
on personal life. 
White and Maguire (1973), seeking further understanding of job 
satisfaction, attempted to replicate Herzberg's work in a hospital 
study. The list of satisfaction and dissatisfaction factors put 
forth by 34 nursing supervisors was notably similar to the list put 
forth by Herzberg's subjects. , Findings of the study made it clear 
that, for the supervisors'interviewed, feelings of job satisfaction 
were promoted by having the opportunity for creative, challenging, 
and role-appropriate work; by acts of recognition; and, by chances 
to advance in skills. Aspects of supervision which these 
supervisors received from their superiors'in terms of competence, 
fairness, willingness to delegate responsibility seemed to create 
the most dissatisfaction. "Therefore, instituting improved 
supervisory practices only decreased their dissatisfaction and 
theoretically would not provide satisfaction" (p. 28). These 
findings were in keeping with the model proposed by Herzberg. 
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Other researchers considered the role of needs in relation to 
job satisfaction. McCloskey (1974) found that intrinsic rewards 
such as achievement were related more strongly to job satisfaction 
than extrinsic factors such as salary. In her study of 94 staff 
nurses in two large cities who had resigned their positions, 
McCloskey found that subjects rated the need for educational growth 
and career advancement as most important to their satisfaction. 
Extrinsic factors such as salary and fringe benefits were identified 
as attractions to consider when seeking a new job but were not 
defined as sources of satisfaction. 
Although literature pertaining to job satisfaction suggests 
that an intrinsic/extrinsic dichotomy exists, Everly and Falcione 
(1976) rejected the traditional dichotomy. Results of their study 
of 144 hospital staff nurses suggested that nurses perceive job 
satisfaction in more complex terms. Using a factor analytic 
technique following administration of an 18 item questionnaire to 
respondents, four factors were found to significantly effect nurse 
perception of job satisfaction. The four factors, which encompass 
both individual needs achievement and the structural and 
psychological aspects of climate, were relationship orientation, 
internal work rewards, external work rewards, and administrative 
policy. The researchers suggested that further research needs to be 
done which considers the effect of individual needs and of 
organizational climate on nurse job satisfaction. 
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Matthson, Ivancevich, and McMahon (1977) studied 259 hospital 
laboratory professionals in their efforts to discover personal job-
related needs and certain organizational characteristics that might 
effect overall job satisfaction. They found that total job 
satisfaction for, their sample was a function of specific individual 
needs and of certain aspects of the work environment. As stated 
earlier, White and Maguir~ found that the higher level needs were 
related more strongly to satisfaction and yet were reported to be 
the least satisfied. Similarly, structural factors of the 
organization (ie communication, coordination, feedback) were 
associated with lower order needs and also were not satisfied by the 
organization. 
Similar findings were reported when nearly 17,000 nurses 
responded to a questionnaire published in Nursing 77. The survey 
results validated the importance to nurses of educational programs 
and of the opportunity for professional growth when seeking a new 
job and as a source of satisfaction in present employment (Godfrey, 
1978). 
Primary nursing as a mode of care delivery appeared in many 
hospitals in the seventies and was heralded as the perfect framework 
for care delivery because of the high patient and nurse satisfaction 
associated with it. The basic concept was one that placed authority 
and autonomy for patient care on the registered nurse who cared for 
the same patients throughout the patient's hospital stay. Primary 
nursing, designed as a care delivery system, also met the 
professional nurse's need for independence, autonomy, 
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responsibility, and personal growth (Ciske, 1981; Blenkarn, D'Amico, 
and Virtue, 1988). Nurses reported great satisfaction with this 
system because of the feeling that they "made a difference" 
(Manthey, 1978). This system has since been abandoned by most 
organizations because of RN shortages and financial constraints 
experienced by hospitals in recent years. 
As reported earlier, Weisman, Alexander, and Chase (1980) 
studied the effects of four variables on hospital staff nurse 
perception of job satisfaction. Attrib~tes of the organization and 
perceptions of the job and nursing unit were the most important 
category of independent variable, contributing over 50 percent of 
the variance in job satisfaction levels. However, the second most 
important category was the individual's characteristics. Although 
not considering an interaction of needs and climate, the authors 
concluded that both organizational and nonorganizational 
considerations must be considered in the study of nursing job 
satisfaction. 
summary 
The theoretical foundations, provided by both Maslow and 
Herzberg, have served as the basis for most research in the area of 
individual needs and job satisfaction. In general, research findings 
indicate that workers (including staff nurses), rep~atedly emphasize 
recognition, achievement, responsibility, and growth as being the 
most important long-term satisfiers. In fact, after completing a 
lengthy summary of nurse job satisfaction literature, Bern (1982) 
writes that 
the most important characteristics nurses look for 
in a job are the opportunity for professional growth 
and recognition for effort and achievement - the need 
for self actualization (p. 136). 
Studies of the Effect of the Interaction 
Between Climate and Need On 
Job satisfaction 
Thus far, this review has p~esented conceptual data about 
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organizational climate and empirical data,that describe the effect 
of climate factors -on job satisfaction and the effect of individual 
needs on job satisfaction. The ~allowing discussion, organized in 
chronological order, summarizes certain notable research which 
considers the climate -person interaction as it relates to job 
satisfaction. 
Tannebaum and Allport '(1956) found that they could predict 
worker satisfaction better through the interaction of the 
organization's characteristics and the individual's orientation than 
through knowledge of either the organization or individual alone. 
They found that the most satisfied workers were either authoritarian 
individuals in authoritarian environments or democratic individuals 
in democratic environments. 
Vroom (1959) studied the interaction effects of perceived 
participation in decision-making (often considered a climate 
variable) and the worker's personality on the individual's attitude 
toward the job and job performance. He reported that authoritarians 
and people with weak independence needs apparently are unaffected by 
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the opportunity to participate in decision-making. Conversely, 
egalitarians and those with strong independence needs are positively 
affected through participation. Vroom stated that studies which 
ignore interactional effects 
yield relationships that are nothing more than average 
effects • • • for all the persons in the group. The 
statistic used to estimate the degree of relationship 
underestimates the effects • • • on some persons and 
overestimates the effects on others (p. 326). 
Friedlander and Margulies (1969) reported that the individual 
work values of 95 production employees moderated not only their 
climate perceptions but also their level of perceived job 
satisfaction. In addition, they found organizational climate to be 
a dynamic phenomenon that influenced satisfaction far more than it 
was influenced by satisfaction. Moderated by the person's work 
values, they discovered that maximal satisfaction with different 
aspects of one's work is obtained through different components of 
the climate. Thus they hypothesized, the degree of impact upon 
satisfaction varies with the type of climate, the level of 
satisfaction, and the work values held by the individual. 
Pritchard and Karasick (1973) studied 76 managers 
from two industrial organizations. They concluded that perceived 
climate is both a predictor and a moderator of managers' job 
behaviors and attitudes. The .authors reported that one specific 
climate dimension can predict manager satisfaction regardless of 
personality characteristics (i.e. a highly supportive climate is 
associated with higher satisfaction), while other dimensions can 
affect managers differentially. For example, a climate low in 
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decision centralization is more satisfying for managers high in need 
for autonomy than for managers low in need for automony. In general, 
the authors found organizational climate to be more strongly related 
to job satisfaction (i.e. attitudes) than to job performance. 
Johnston (1974) measured the level of certain personality 
characteristics from a sample of professional employees of a rapidly 
growing consulting firm. He then analyzed the relationship of 
personality factors to variations in individual perceptions of 
organizational climate. A strong relationship was uncovered when 
active, high task-oriented individuals expressed more positive 
perceptions of the organization than did passive, low task-oriented 
individuals. Importantly, the active individuals perceived their own 
actions to have played a major role in producing a positive climate 
that permitted them to be more productive and view their job in a 
more positive light. As Pritchard and Karasick had reported the 
previous year, Johnston found that climate and personality factors 
differentially affect attitudes about the quality of the 
relationship between the individual and the organization. 
Hackman and Oldham (1980) 'discovered that individuals who have 
high needs for growth at work tend to react differently (more 
favorably) than do individuals with lower growth needs at work. 
Reporting from research focused specifically on work redesign, they 
concluded that work climate can enhance or detract from individual 
worker needs satisfaction. They also noted that presence or absence 
of a fit between climate and the individual often is expressed in 
the level of satisfaction reported by the worker. 
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Two recent studies conclude that efforts in nursing climate 
research now are beginning to focus on the fit between the nurse and 
the work climate although the design of the studies did not address 
the fit issue. With the goal of increasing satisfaction and 
reducing nurse stress and burnout~ Mansfield (1989) developed a 
scale to identify and define environmental climates. Based on the 
premise that a given clinical setting shares common features with 
other similar clinical settings, The Job Context Index identifies 
objective dimensions of ten clinical areas across a broad. sampling 
of hospitals. The Index does not measure individual differences 
that result from the interaction of the personnel. Mansfield 
recommends that the index be used by nurses to assist with selection 
of the clinical setting best suited to their temperament, interest, 
and work style. To be effective, however, the nurse must have a 
clear understanding of his/her personal characteristics so that the 
correct choice is made. 
In a similar study, Gilles, Franklin, and Child (1990) 
hypothesized that the climate of a health agency may "fit" the 
personality of some employees but "clash" with the personality of 
other employees. Although the sample was small (34 nurses), they 
found evidence that climate does indeed affect job satisfaction. 
They also recommended that organizational climate be studied with a 
view toward identifying management interventions for improving the 
working environment for presently employed nurses. 
Several studies appear in the literature which illustrate the 
effect on job satisfaction of the interaction of other variables 
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with needs or climate. For example, in a continuation of his 
earlier work, Johnston (1976) discovered the moderating effect of 
length of tenure with a company on perception of climate. He studied 
two generations of professional employees from the same rapidly 
growing consulting firm he had studied earlier. He was interested 
in the professionals' perceptions of the quality of the relationship 
between themselves and the organization. Results indicated that the 
more tenured employees used the informal system to avoid the impact 
of formal organizational changes which occurred as a result of the 
firm' s rapid gr,owth. On the other hand, the newer employee having 
no access to the informal system, viewed the climate more 
negatively. In essence, two different climates were perceived; the 
informal and the formal. 
Seybolt (1986) focused on career stage or tenure in her 
research designed to address the severe turnover problem within 
nursing. Aware that length of tenure affects individual job 
perception, Seybolt developed a model which defined a practical 
approach for dealing with employee turnover and then applied the 
model to a hospital that was experiencing a high turnover rate. 
After studying 647 RNs, he identified work-role design factors which 
were good predictors of turnover a~d applied his model. The work-
role design factors which addressed both climate and individual 
needs served as the basis for a plan targeted to specific groups to 
increase job satisfaction and reduce employee turnover. Different 
interventions were devised to address factors related to turnover in 
each job tenure group. 
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Hart and Moore (1989) although attempting to study the 
relationship between individual needs, and climate, on critical 
care nurse job satisfaction, uncovered the effect of communication 
patterns on satisfaction. In units in which communication patterns 
were perceived as positive, staff nurses reported that their unit 
managers we're supportive, available, and encouraged input in 
decision making. In contrast, unit managers who were perceived as 
inhibitors of staff participation in problem solving were thought to 
be lacking in teamwork. The r.esult was fragmented patient care and 
nurse dissatisfaction. 
Summary 
Studies over the pas~ 30 years attest to the positive effect on 
job satisfaction that results when there is congruence between 
individual needs and the organizational climate. Research indicates 
that individuals appear most satisfied in climates that support 
their personal needs and reflect their personal value systems. 
Reflecting on the finding~ of recent climate research, Levenstein 
(1980) commented, 
A major element in organizational climate is the 
character of the people themselves. If employees, 
professionals and administrators, are hired and retained 
solely because of their technical skills without regard 
to their personal needs, the climate is likely to be 
solemn and impersonal, and cooperation will not be 
forthcoming (p. 54). 
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Research Questions 
The basic research questioqs are: Do nurses work in areas in 
which the climate characteristics fit their individual needs? If 
so, are they more satisfied with.their jbbs.than their counterparts 
who experience less of a fit between needs and climate? More 
specifically: 
1. What is the relationship between climate and job 
satisfaction? 
2. What is the relationship between individual needs and 
job satisfaction? 
3. Does the interaction between climate and needs affect 
job satisfaction? . 
CHAPTER III 
METHOD AND PROCEDURES 
The purpose of this correlational study was to measure the 
needs of the practicing nurse in a hospital setting, measure the 
perceived climate of that setting, and predict nurse job 
satisfaction based on congruence between needs and climate. The 
sections that follow describe how the constructs were 
operationalized, how the sample was selected, and the manner in 
which the data were collected and analyzed. 
Operationalizing Needs, Press, and 
Work Satisfaction 
The problem with any research which attempts to describe human 
behavior lies in the operationalization of the constructs for 
measurement and the determination of a relationship. The instruments 
used to measure needs, press and work satisfaction are discussed in 
the sections which follow. 
The stern Activities Index (SAil 
Based on the work of Lewin and Murray, Stern and his associates 
developed a set of projective psychological tests which focused on 
the "needs" of the individual and the "press" of the climate. 
Developed over a 20 year period, the stern Activities Index (SAI) is 
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an objective measure of personality needs (Richman and Stern, 1979). 
Each questionnaire item is a statement of an activity in which 
a person might engage. Respondents indicate whether they like or 
dislike the activity. Each item contributes one point to the total 
score. The score yields a personality profile of the individual. 
There are currently three forms of the SAI. The original long 
form contains 300 items and the two short forms each contain 91 
items. The SAI 1158-sf, with an administration time of 20 minutes, 
is the short form designed for adults and was selected for use in 
this study because of the age of the sample and the reduced time of 
administration. A copy of the SAI 1158-sf can be found in Appendix 
B. 
The SAI is based on 30 scale items from which 12 first order 
factors emerged. Scores on the 30 needs scales are obtainable only 
with the long form, however, the twelve first order factors are 
measured with both the long and short versions. The first order 
factors were used as independen~ variables for this study and are 
listed and defined on pages 13-16. The 30 scale items which serve 
as the basis for the instrument, are defined on pages 11-13. 
Organizational Climate Index (OCil 
Climate, an elusive notion, is difficult to define precisely,or 
measure scientifically. Stern developed an interesting approach to 
the measure of climate with the OCI. Often used as a companion to· 
the SAI, the OCI measures the psychological character of the 
environment. Like the SAI, the OCI is also a self administered 
index. 
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Based on the same 30 scale items as the SAI, the OCI is 
composed of items from which the character of the psychological 
climate can be determined. Each item is a statement about an event 
or behavior pattern that might occur in the organization being 
studied. Some of the items refer to relatively objective or readily 
observable patterns, whereas others require more subjective 
judgements (McFee, 1961). Res~ondents indicate whether each 
statement is true or false. Scoring results in a profile of the 
individual's perceptions of their organizational climates. 
Several variations of the OCI have been developed over the 
years to apply to different organizational settings. For example, 
the College Characteristics Index (CCI) was the first of the 
environmental press indexes developed (Pace and Stern, 1958). 
Later, the High School Characteristic Index (HSCI) was designed for 
a different population. The OCI, a general climate measure useful 
in a variety of organizational types, was the last of the set to 
appear. Although no variation of the OCI has been developed 
specifically for a hospital setting, Richman states that the OCI 
needs to be tested in such an environment (1990). 
The short form of the OCI, the OCI-375sf, with an 
administration time of 20 minutes, was used in this study because of 
the age of the sample and its reduced administration time. It 
contains 80 items and yields six first order factors, which, like 
the SAI, were used as independent variables in this study. Factors 
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emerge the same with both the long and short forms of this 
instrument but like the SAI, scale scores are only obtainable with 
the longer version. A copy of the OCI-375sf can be found in Appendix 
c. A complete listing and description of the six first order 
factors can be found on pages 17-18. 
Reliability and Validity of the 
SAI and the OCI 
The KR-20 formula reliability coefficients for both Stern's 
sample and the study sample are displayed in Tables I and II. 
Reliabilities are reported for each of the twelve first order 
Activities Index factors in Table I and the six first order 
Organizational Climate Index factors in Table II. 
In general, the coefficients reported by Stern ranged from .61 
to .80 and appear to be in an acceptable range. It should be noted 
that in this study, four of the eighteen factor reliability 
coefficients fell below .60. The discrepancy between Stern's 
reported reliabilities and those reported for this study is probably 
due to the small size of the sample in this study. 
Validity for the long form of the SAI was discussed by Stern 
(1970). Through a double blind analysis, he provided evidence for 
equivalent validity. Stern did not address OCI validity. However, 
Borich and Madden (1977) stated that the similarity of the OCI 
factor solutions with the solutions to its prototype CCI offered 














FACTOR RELIABILITIES: STERN'S ACTIVITIES 
INDEX (SA! 1158SF) 
Factors stern's This Study 
Self Assertion .63 
Audacity-Timidty .72 
Intellectual Interests ,.so 
Motivation .73 
Applied Interests .so 
Orderliness .76 
Submissiveness .72 
Closeness • 71 
Sensuousness' .61 
Friendliness .74 
Expressiveness-Constraint • 71 
Egoism-Diffidence .68 
TABLE II 
FACTOR RELIABILITIES,: ORGANIZATIONAL CLIMATE 













Factors Stern's This Study 
1. Achievement Standards .75 • 77 
2. Intellectual Climate .77 .78 
3. Practicalness .69 • 77 
4. Supportiveness .73 .76 
s. Orderliness .66 • 71 
6. Impulse Control .65 .57 
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Because the SAI and OCI are intended to be used jointly, the 
relationship between these two indexes is a concern as it relates to 
the validity of both instruments. An initial question is whether or 
not individual subjects merely project their own personality needs 
(SAI) onto their perceptions of the organizational climate. The 
research findings relating to the independence of each measure are 
varied. 
Two studies contradict the belief that perceived institutional 
press is a simple projection of personal needs. McFee (1961) in a 
study of 100 college students at one university, correlated 
respondent's SAI scale scores with their corresponding CCI scale 
scores and found no significant relationship. Saunder (cited ~n 
Buros, 1972) also confirmed the independence of the two measures 
when he examined the SAI and CCI scores of over a thousand students 
at 23 assorted colleges. He found that factors comprising CCI 
scales exhibited far greater between school variation than did 
factors comprising SAI scales. 
On the other hand, Mitchell (cited in Buros, 1972) found high 
correlations between personality traits and perceptions of press 
among high school students and concluded that personality 
characteristics do affect their perceptions of climate. Marks drew 
similar conclusions following his study of beginning college 
freshmen at one university (1975). 
Index of ~Satisfaction <IWSl 
The IWS for hospital nurses was developed by Paula Stamps and 
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Eugene Piedmont. It is a two-part questionnaire designed to measure 
a total of six components that are involved in how nurses feel about 
their jobs. Part A (Paired Comparisons) presents the components in 
15 paired forms which measure the relative importance of each to the 
respondent. Part B (Likert Scale) presents the components in a 44 
item attitude scale that measures current level of work 
satisfaction. Both sections A and B are then combined for a total 
work satisfaction score. The authors do not recommend or intend 
that the six components be considered individually. Instead, they 
are combined to yield a total work satisfaction score. 
Administration time is 15 minutes. The complete Index of Work 
Satisfaction can be found in Appendix D. 
The components measured by the IWS can be found on page 10. 
Reliability and Validity of the IWS 
The authors write that throughout the early years of its 
development, statistical evaluation of the IWS was a major focus 
(Stamps and Piedmonte, 1986). Cronbach's Alpha-coefficients for each 
of the components ranges from .696 to .900 with an overall 
coefficient of .8 or .9. This shows an unusually high measure of 
reliability and indicates significant strength of the scale. 
Component reliabilities for this study were not obtained. Because 
the six components were integrated into both the paired comparison 
and the Likert-type scale of the instrument, a complex weighting 
technique was employed by the authors to measure the relative 
importance of each component. This technique was beyond the 
expertise of the statistical consultant utilized by this 
investigator. It is interesting to note that the Index of Work 
Satisfaction has been utilized in at least one other study (Gilles 
et al., 1990); component reliabilities for that study were not 
reported in the literature. 
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The IWS authors performed a second reliability analysis, 
Kendall's Tau, to determine the strength between the weighted and 
unweighted score. This remained high (.92) throughout the testing, 
indicating a ,similarity between the two scoring approaches and that 
the items were accurately measuring the six components. 
Validity of the scale items and their identification with one 
of the six components was assessed by the use of a varimax factor 
analytic technique. The varimax rotation produced 15 factors that 
accounted for 82 percent of the variance. 
Demographic Information Sheet <DIS) 
Twelve questions were asked concerning age, education, nursing 
staff position, years in nursing and organizational size and 
location. When possible, questions were asked so responses would 
result in collection of continuous data rather than categorical 
data. For example, the exact age and number of years of experience 
in nursing were written by the respondent in a blank space. At the 
end of the DIS, respondents were invited to write comments 
concerning their work setting, individual nurse needs and/or job 
satisfaction. According to Polit and Hungler (1987), comments by 
respondents can often reveal a great deal about subjects and can be 
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used to confirm, validate, and enrich research findings. A copy of 
the DIS can be found in Appendix E. 
In addition to the measuring instruments, a cover letter 
explained the nature of the researph and how respondent's rights 
were protected (See Appendix A). 
Population 
The po~ulation for this study was general duty hospital staff 
nurses from Texas and Oklahoma from counties with be~ween 50 and 
1500 nurses. Relative to other states, both Oklahoma and Texas are 
experiencing severe shortages. ,,For, example, in Oklahoma there are 
411 employed RNa per 100,000 population as compared with a national 
average of 629 (Oklahoma State Regents for Higher Education Report 
to Presidents of Institutions with Nursing Programs, 1989). Hospital 
staff nurses were chosen for the study because they represented the 
largest single group of nurses! were the group in the shortest 
supply, and function in "the most difficult place in which to 
practice professional nurs~ng" (Goad and Moir, 1981, Morrison, 
1980). For these reasons, a better understanding of this group had 
the greatest potential for benefiting health care consumers. 
' ' 
Subjects were selected by state of residence because state 
licensing boards have the population list for nurses practicing in 
their state. Within a certain format established by each state, 
researchers may request listings of nurses who meet specific study' 
criteria. Initially, this researcher intended to conduct a regional 
study which would include nurses from Texas, Oklahoma, Missouri, 
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Kansas, and Arkansas. However, difficulty in obtaining comparable 
population lists forced the elimination of all states except Texas 
and Oklahoma. The researcher felt that demographic similarities and 
the movement of nurses between jobs in these two states justified 
looking at the two states together. 
Also a consideration in ~etermining the population for this 
study was the possible differences in metropolitan and non-
metropolitan settings. If differences did exist, they could greatly 
influence the nurse's perception of personal need, climate, and 
satisfaction. The decision to study nurses residing in non-
metropolitan areas was based primarily on the well documented 
critical shortage of ,nurses in these areas and the concomitant 
problems for rural consumers (Fuszard et al., 1990). 
A secondary reason for selecting a sample of non-metropolitan 
rather than metropolitan nurses was based in part on the 
concentration of nurses in the metropolitan areas. In Dallas alone, 
there are 12,877 nurses. For a project of this size it was 
impractical to obtain a listing of thousands of nurses and then 
attempt to reduce that to an appropriate sample size. Conversely, 
some counties i~ each state had only a few nurses meeting the 
criteria. It was therefore decided to eliminate counties with 
large cities and to select the sample fr~m counties which had from 
50 to 1500 nurses which met the criteria. Certain demographic data 
were collected for possible analysis at a later date. 
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Sample Selection 
It was determined that a sample of 100 would be needed for a 
study with three independent variables. Garuch (1983) states, "A 
present suggested absolute minimum ratio is five individuals for 
every variable but not less than 100 for any analysis." Kerlinger 
and Pedhazur (1973 ) further st~te that the ratio of the independent 
variable to size of sample is at least 30 subjects per independent 
variable. 
Because this study had two independent variables and one 
interaction variable, a sample of 100 was considered adequate. In 
addition, Polit and Hungler (1987) reported that at least 400 
hundred subjects should be selected to obtain a sample of 100 
because of the low response rate.associated with a mailed 
questionnaire. 
To obtain a representative sample, it was decided that a 
proportional technique would be used because Texas has five times as 
many nurses as Oklahoma. To that end, a.two-step, multi-stage 
sampling technique was employed. 
The first step was to develop a list of counties in which 50 to 
1500 nurses resided. Then each state was divided into quadrants to 
prevent over sampling from any one region. Because the minimum 
number of names that could be purchased from the licensing boards of 
Oklahoma and Texas was in units of one thousand and five thousand, 
respectively, counties were selected by quadrant until one thousand 
Oklahoma and five thousand Texas nurses were chosen. Eight Oklahoma 
and ten Texas counties were randomly selected to obtain a total of 
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approximately six thousand nurses. 
The second step was to randomly select 68 nurses from the 
Oklahoma counties and 335 from the Texas counties. Nurses selected 
from each county were in proportion to their population in the 
sampling unit. For example, Ponotoc County in Oklahoma had 9.3% of 
the nurses in the eight county unit. Six nurses were selected from 
Ponotoc County because 9.3% of 68 is 6.23, or six nurses when the 
number is rounded according to standard procedure. The identical 
technique was employed to select the remainder of the study sample. 
Detailed information about counties used and corresponding nurse 
population is presented in Tables III and IV. 
Description of Subjects 
The survey sample was predominantly female (94.4%). Although 
the ages of respondents ranged from 24 to 65, over one-half of the 
respondents (59.3%) .were belo~ the age of 37. Twelve percent of the 
respondent group were between the ages of 46 and 65. With only a 
few regional variations, United States hospital staff nurses are 
both female (97%) and under age 40 (Greer, 1988). Oklahoma and 
Texas nurses are similar in these characteristics. 
There was a wide ra~ge of years in nursing for the respondent 
group (one to 35 years). However, nearly,three-forths of the sample 
(73.1%) reported a nursing career of 14 years or less which 
coincides with national and state statistics which report similar 
data. Tables v and VI depict data concerning the age and years in 
nursing for the study sample. 
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TABLE III 
SAMPLE SELECTION FROM OKLAHOMA COUNTIES 
County *#RNs in county % of total #selected 
Bryan 65 4.70 3 
Canadian 357 25.8 17 
Cherokee 142 10.3 7 
Comanche 321 23.2 16 
Pittsberg 120 8.6 6 
Ponotoc 129 9.3 6 
Rogers 196 14.2 10 
Woodward 51 3.7 3 
Total: 1,381 99.8 68 
*Source: Oklahoma State Board of Nurse Registration and 
Nursing Education 1989 Annual Report 
'TABLE IV 
SAMPLE SELECTION FROM TEXAS COUNTIES 
county *#RNs in county ' of total #selected 
Bell 1,398 23.9 80 
Brazus 484 8.2 29 
Cherokee 208 3.5 12 
Ellis 357 6.1 20 
Johnson 674 11.5 41 
Lamar 310 5.3 17 
Parker 268 4.5 16 
Taylor 825 14.1 47 
Victoria 483 8.2 27 
Wichita 828 14.1 47 
---
Total: 5,835 99.4 335 
*Source: Board of Nurse Examiners For The State of Texas 
Annual Report, 1989 
TABLE V 
AGE OF STUDY RESPONDENTS 
Years 
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Employment factors revealed that half of the respondents had 
been employed at the present organization for four years or less and 
in their current position for three years or less. A majority 
(66.7%) worked 33-45 hours per week and were staff nurses (59.7%) or 
shift charge nurses (35.6%). Because a large portion of a shift 
charge nurse's responsibility is the delivery of patient care, it 
was decided that these nurses remain with the sample. Those who 
reported their current position as "other" indicated that their job 
was a combination of staff nursing, education, quality assurance, or 
infection control. Table VII reports specific employment data about 
the respondents. 
According to Table VIII, only 13.9% of the respondents had 
obtained a bachelor's degree in nursing; 50% had the two year 
Associate Degree (AD), and 36.1% were educated in the three year, 
hospital based diploma setting. In Oklahoma and Texas, about 56% of 
registered nurses possess an AD, 26% the diploma, and and 18% have 
earned a BSN for their basic education (Oklahoma Board of Nurse 
Education and Nursing Education Annual Report, 1989; Board of Nurse 
Examiners For the State of Texas, 1989). Sixty-three percent of the 
sample reported no additional education following their basic 
nursing education but nearly 1/3 reported certification or 
continuing education. Ten percent reported additional formal 
education with 3.7% obtaining the BSN, 1.8% obtaining an MSN, and 




4 or less 
5 - 9 
10 - 15 
16 - 35 
In Current Position 
3 or less 
4 - 8 
9 - 12 
13 - 35 
Hours Worked/Week 
10 - 23 
24 - 32 
33 - 45 
46 - 80 
current Position 
Staff Nurse 
Shift Charge Nurse 
other 
TABLE VII 



































EDUCATIONAL BACKGROUND OF RESPONDENTS 
Education (N) (%) 
Basic 
Associate Degree (AD) 54 so.o 
Diploma 15 36.1 
Bachelor of Science in ~ursing (BSN) 39 13.9 
in Nursing (BSN) 
108 100.0 
Additional Education 
None 64 59.2 
Certification/C. E. 33 30.6 
BSN 4 3.7 
MSN 2 1.8 
Other 5 4.6 
---108 99.9 
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Nurses in the study sample worked in hospitals of all sizes. 
Bed capacity ranged from 10-999 with the largest group of nurses 
(33.4%) employed in hospitals of 103 to 250 beds. One fourth of the 
sample worked in larger institutions (251-401 beds) and one fourth 
in smaller institutions. Approximately 17% of the sample reported 
that they worked in institutions with over 401 beds. This hospital 
size for the sample is similar to that of the total population in 
Oklahoma with 25% of Oklahoma nurses working in medium sized 
hospitals (103-250 beds). In addition, there is a rough equivalency 
of sample and population nurses in small settings with 32% of the 
nurses in Oklahoma and 24% of the sample working with 102 or fewer 
beds. Individual work units were small for most nurses in this 
study with only 23.1\ reporting units in the 33-70 bed range. Based 
on the multi-climate concept which was described in Chapter II, this 
researcher believes that unit size comparisons are more important 
than overall hospital size when ~onsidering the work climate of 
nurses. Refer to Tables IX and X for more information about the 
institution and unit sizes reported by study respondents. 
Thirty-nine percent of the respondents reported that the 
hospital in which they worked was within 20 miles of a metropolitan 
area; 61% reported that it was not. 
Summary of Demographic Information 
In some ways the respondent group resembled the total 
population of nurses in Texas and Oklahoma and throughout the United 
States. Respondent nurses were young, female, and the majority had 
TABLE IX 
RESPONDENTS' HOSPITAL SIZE: NUMBER OF REPORTED BEDS 
Number of Beds (N) 
54 or less: 13 
55 - 102, 13 
103 - 250 36 
251 - 400 28 
over 401 18 
TABLE X 
SIZE OF RESPONDENTS' WORK UNIT: NUMBER OF BEDS 
Number of Beds 
18 or less 
19 - 32 

















been in nursing less than 14 years. Over one-half had been in their 
positions three years and over one-half had received only a two year 
Associated Arts Degree. Continuing education was minimal and took 
the form of certification o~ specific programs. Few (10%), had 
attained any additional formal education following completion of 
their basic education. The size of the respondent's hospitals were 
varied as was the specific bed capacity on the units in which they 
functioned. 
Following the demographic information questions, 40 respondents 
wrote comments concerning the work climate, their needs, and/or job 
satisfaction. The comments were numbered and classified by general 
theme. There were 161 separate statements which fell into two.major 
areas. Over one-half of the comments (59%) related to specific 
organizational and interpersonal factors which were perceived by the 
respondent to affect his/her job satisfaction. The remainder were 
primarily anecdotes which described the respondent's career or 
beliefs. Because the comments did not contribute directly to the 
research questions, no further analysis was done. However, a few of 
the more poignant remarks were used to illustrate some of the 
interpretations in Chapter v. 
Data Collection 
A total of 403 questionnaires were mailed to nurses in Texas 
and Oklahoma on April 23, 1990. A postage paid self-addressed 
envelope was provided for returning the completed questionnaire. Of 
the 403 questionnaires sent, 38 from this mailing and thirteen from 
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the second mailing were returned as undeliverable. It is important 
to note that the 51 undeliverable questionnaires did not represent a 
lack of response because no one received them or had the opportunity 
to respond. For this reason, the response rate was based on 352 
possible respondents. Ei9hty-seven instruments were returned from 
the first mailing (24.7%). 
On June 11, 1990, because the cost of mailing questionnaires 
to all non-responders exceeded the investigator's financial 
resources, a sampling of all non-responders was done. The 93 
represented the most that financial resources would allow, a second 
mailing was sent to 93 randomly selected nonrespondents. From this 
mailing, 36 more questionnaires were returned, bringing the total 
returned to 123 (34.9 %). Of the 123 total questionnaires returned, 
twenty-four were incomplete and not usable, bringing the total 
usable questionnaires to 99, representing a 28.1% response rate. 
Because the response rate was less than the desired 100, and 
because there was the possibility that the respondent sample may not 
be representative of the population, the investigator randomly 
selected ten nurses who had failed to return their questionnaires. 
These nurses were personally contacted and asked to assist by 
returning their completed questionnaire. Nine questionnaires were 
returned and all were usable. 
In order for the nine non-respondents• questionnaires to be 
analyzed with the 99, it was necessary to determine if the 
responders and non-responders were similar. To this end, the mean 
scores on all variables from the 99 respondents were compared with 
65 
the mean scores of the nine non-respondents. A T-Test was then 
computed for the two sets of means to determine if the difference in 
mean scores was due to chance or because of a real difference 
between the groups. There was not a significant difference in the 
scores of the respondent and nonrespondent groups on the twelve 
activity factors from the Stern Activity Index or the Index of Work 
Satisfaction. 
However, three of the six climate factors did show a 
significant difference between the groups at the .OS level 
indicating that the difference was not due to chance. It was, 
therefore, necessary to determine whether the differences were of 
sufficient strength to conclude that the groups were indeed 
dissimilar. Linton and Gallo (1975) suggest that the appropriate 
measure to determine strength-of-association with a T-Test is eta 
squared. An eta squared analysis was performed on those variables 
where the difference between the responders and nonresponders was 
not due to chance. Only .002% to 0.07% of the variance was 
accounted for by differences between the responders and non-
responders (See Table XI). Therefore, although statistical 
significance was noted for three of the six climate factors, the 
strength of the difference was very weak, and it was decided that 
the nonrespondents in this study were probably not unlike the 
respondents and that the sample appeared to be representative of the 
population from which it was drawn. The nine questionnaires were 
added to the 99, thereby increasing the number of usable 
questionnaires to 108. 
TABLE XI 
A COMPARISON OF RESPONDENT AND NON-RESPONDENT 
MEAN SCORES, STANDARD DEVIATIONS, AND 
t-TEST SCORES FOR SIX CLIMATE FACTORS 
Climate teases Mean S.D. T-score eta2 
1. Intellectual 
Group 1 99 4.666 2.792 *2.10 
Group 2 9 2.666 1.803 
2. Achievement 
Group 1 99 3.404 2.634 .92 
Group 2 9 2.555 2.744 
3. Personal Dignity 
Group 1 99 6.676 2.539 *2.33 
Group 2 9 4.555 3.395 
4. organizational Effectiveness 
Group 1 99 4.494 2.616 *2.91 
Group 2 9 1.888 2.028 
5. Orderliness 
Group 1 99 6.616 2.436 1.24 
Group 2 9 5.555 2.603 
6. Impulse Control 
Group 1 99 ' 6. 697 1.977 0.50 
Group 2 9 6.333 3.000 







In summary, 403 instruments were mailed in the first mailing 
and 93 were sent to nonresponders in a second mailing. From these 
two mailings, 123 questionnaires were returned (30.5%). Because 51 
were undeliverable, they were subtracted from the possible number 
that could be returned and response rate was calculated based on a 
possibility of 352 respondents. An additional 24 were incomplete 
and not usable, bringing the total number of usable questionnaires 
from the two mailings to 99 (28.1%). 
Nine additional complete questionnaires were received following 
a telephone call to nonrespondents from the researcher. These nine 
were added to the final number when similarities between 
nonresponders and nonresponders was established. The final number 
of usable questionnaires was 108 (30.7%) of the possible responders. 
A summary of responses is found in Table XII. 
Treatment of Data 
Prior to any statistical analysis of the data, the factor 
analytic technique was employed with the study samples to confirm 
Stern's ACI and OCI factor structure. However, due to the small 
s~ple s,ize, the original factors were not confirmed for this sample 
of 108 nurses. Concerning the sample size necessary for factor 
analysis Ferketich (1991) writes: 
The issue of how large a sample is needed is partially 
dependent upon the nUmber of items in the instrument • 
There should be at least five times as many subjects as 
items or at least 200 to 300 subjects, whichever is 
greatest, in order to minimize the probability of mis-
leading results based on chance (p. 165). 
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TABLE XII 
SUMMARY OF RESPONSES TO THE MAILED QUESTIONNAIRE 
let Mailing 2ND Mailing Phone 
# Sent 403 93 10 
# Returned 87 36 9 
(21.5\) (38.7\) (90\) 
# Unusable 18 6 0 
(4.4\) (6.4\) 
# Undelivered 38 13 0 
(9.4%) (13.9\) 
*response rate based on 352 possible respondents 
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In order to examine the effects of climate on job satisfaction, 
personality needs on job satisfaction, and the interaction of 
climate and needs on job satisfaction, 72 regression models were 
constructed, each containing a climate, need, and interaction term. 
The ~odels were regressed on job satisfaction. Those that attained 
significance were subjected to a double cross-validation procedure 
to test for shrinkage, a phenomenon that occurs when prediction 
equations are used on a group other than the one on which the 
equation was originally developed. The shrinkage bias occurs 
because the size of the first sample is finite, and the optimizing 
linear combination between the actual variable (Y) and the predictor 
variable (Y') will be fitted to the idiosyncracies of the first 
sample. The result is a higher correlation for the predictor sample 
(Herzberg, 1969). 
To perform a double cross validation procedure, the study 
sample was randomly divided into two subgroups. For each group a 
regression and a prediction equation were computed. Then a Pearson 
Correlation Coefficient was obtained between the predicted and 
actual scores followed by a correlation to determine the degree to 
which one prediction equation was successful in predicting the 
results of the other. 
Finally, for those models containing significant interaction 
terms, the median score for the activities variables was used to 
divide the sample into two groups. The researcher wanted to 
visually depict patterns of relationships between climate factors 
and job satisfaction for nurses who were high and low in specific 
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need factors. Regression equations were run on each half, comparing 
each of the six climate factors to the "low" and "high" activity 
factors. The result was a regression coefficient which could be 
graphed. 
CHAPTER IV 
PRESENTATION AND ANALYSIS OF THE DATA 
Introduction 
The goals of this research effort were to investigate the 
effects of need-climate congruence on the expressed job satisfaction 
of hospital staff nurses. To that end, staff nurses in Texas and 
Oklahoma were asked to respond to a mailed research instrument. 
Data analysis was bas~d on responses to the study's survey 
instrument by 108 Texas and Oklahoma nurses who resided in selected 
counties with an RN population of 50 to 1500. The questionnaire 
utilized for this study was a compilation of three separate 
instruments: the Stern Activity Index, the Organizational Climate 
Index, and the Index of Work Satisfaction. Demographic data were 
collected to provide a general description of the respondents and 
their work setting. 
This chapter is divided into two major sections. The first 
section concerns testing related to the research questions. Section 
two presents the results of the cross-validation procedure. 
Tests of Research Questions 
The literature suggests that there is a relationship between 
individual needs and job satisfaction, characteristics of the work 
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climate and job satisfaction, and the interaction between needs and 
climate on job satisfaction. Accordingly, the contributions of 
needs, climate, and the needs-climate interaction to job 
satisfaction were explored in the present study. To this end, a 
hierarchical regression procedure was employed. Data were centered 
to reduce the problem of high multicollinearity. 
Seventy-two models were constructed to test three research 
questions. Each model contained one of 12 needs terms (self-
assertion, audacity-timidity, intellectual interests, motivation, 
applied interests, orderliness, submissiveness, closeness, 
sensuousness, friendliness, expressiveness-constraint, and egoism-
diffidence), one of six climate terms (achievement, intellectual, 
practicalness, supportiveness, orderliness, and impulse control), 
and a corresponding needs-climate interaction term. Each of the 
models was regressed on job satisfaction. 
Of the 72 models, 24 (33.3%) did not attain significance at the 
0.05 level and were eliminated from the testing process. These 24 
models are reported in Table XIII. 
However, 48 (66.6%) models did attain significance at the 0.05 
level and therefore confirmed the first stage of the testing 
process. The amount of variance explained by the 48 significant 
models ranged from 0.07 to 0.50. Table XIV depicts the 48 models, 
which did attain statistical significance. 
TABLE XIII 
REGRESSION MODELS NOT ATTAINING LEVELS OF SIGNIFICANCE 
Model* 
(1) Self-Assertion (A1) 
Impulse Control (C6) 
A1 X C6 
(2) Audacity-Timidity (A2) 
Orderliness (CS) 
A2 X CS 
(3) Audacity-Timidity (A2) 
Impulse Control (C6) 





(4) Intellectual Interests (A3).27 
Orderliness (CS) 
A3 X CS 
(5) Intellectual Interests (A3).20 
Impulse Control (C6) 
A3 X C6 
(6) Motivation (A4) 
Orderliness (CS) 
A4 X CS 
(7) Motivation (A4) 
Impulse control (C6) 
A4 X C6 
(8) Applied Interests (AS) 
Orderliness (CS) 
AS X CS 
(9) Applied Interests (AS) 
Impulse Control (C6) 
AS X C6 
(10) Submissiveness (A7) 
Orderliness (CS) 
A7 X CS 
(11) Submissiveness (A7) 
Impulse Control (C6) 



































(12) Closeness (AS) 
Orderliness (CS) 
AS X CS 
(13) Closeness (AS) 
Impulse Control (C6) 
AS X C6 
(14) sensuousness (A9) 
Orderliness (CS) 
A9 X CS 
(15) Sensuousness (A9) 
Impulse Control (C6) 
A9 X C6 
(16) Friendliness (AlO) 
Impulse control (C6) 




All X CS 
(18) Expressiveness-
Constraint (All) 
Impulse Control (CS) 
All X CS 
(19) Egoism-Diffidence (Al2)_ 
Achievement (Cl) 
Al2 X Cl 
(20) Egoism-Diffidence (Al2) 
Intellectual (C2) 
A12 X C2 
(21) Egoism-Diffidence (Al2) 
Practicalness (C3) 
Al2 X C3 
(22) Egoism-Diffidence (Al2) 
Supportiveness (C4) 




R R F p 
.26 .07 2.34 .07 
.17 .o 1\ 1.00 .39 
.24 .06 2.0S .11 
.17 .03 1.03 .3S 
.24 .06 2.10 .11 
.26 .07 2.4S .07 





TABLE XIII (Continued) 
Model* 
(23) Egoism-Diffidence (Al2) 
orderliness (C5) 
Al2 X C5 
(24) Egoism-Diffidence (Al2) 
Impulse control (C6) 
Al2 X C6 
2 
R R F 
* A = Activity Factor 
c = Climate Factor 
** Tolerance Level Reached 
by Program 
TABLE XIV 
REGRESSION MODELS ATTAINING LEVELS OF SIGNIFICANCE 
2 
Model* R R F 
(1) Self-Assertion (Al) .53 .28 13.11 
Achievement (Cl) 
Al X Cl 
(2) Self-Assertion (Al) .42 .18 7.25 
Intellectual (C2) 
Al X C2 
(3) Self-Assertion (Al) .53 .28 13.24 
Practicalness (C3) 
Al X C3 
(4) Self-Assertion (Al) .67 .45 28.07 
Supportiveness (C4) 
Al X C4 
(5) Self-Assertion (Al) .33 .11 4.12 
Orderliness (C5) 












TABLE XIV (Continued) 
2 
Model* R R F p 
(6) Audacity-Timidity (A2) • 54 .29 14.00 .00 
Achievement (Cl) 
A2 X Cl 
(7) Audacity-Timidity (A2) .46 .21 8.93 .oo 
Intellectual (C2) 
A2 X C2 
(8) Audacity-Timidity (A2) .57 .33 16.09 .00 
Practicalness (C3) 
A2 X C3 
(9) Audacity-Timidity (A2) .69 .47 30.37 .oo 
Supportiveness (C4) 
A2 X C4 
(10) Intellectual (A3) .57 .33 16.13 .00 
Achievement (Cl) 
A3 X Cl 
(11) Intellectual (A3) .48 .29 9.89 .00 
Intellectual (C2) 
A3 X C2 
(12) Intellectual (A3) .55 .30 14.54 .00 
Practicalness (C3) 
A3 X C3 
(13) Intellectual (A3) .69 .48 31.15 .00 
Supportiveness (C4) 
A3 X C4 
(14) Motivation (A4) .53 .28 13.00 .00 
Achievement (Cl) 
A4 X Cl 
(15) Motivation (A4) .43 .19 7.74 .00 
Intellectual (C2) 
A4 X C2 
(16) Motivation (A4) .53 .28 13.03 .oo 
Practicalness (C3) 
A4 X C3 
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TABLE XIV (Continued) 
2 
Model* R R F p 
(17) Motivation (A4) .67 .45 27.26 .00 
Supportiveness (C4) 
A4 X C4 
(18) Applied Interests (AS) .56 .31 15.05 .00 
Achievement (C1) 
AS X C1 
(19) Applied Interests (AS) .46 .22 9.14 .00 
Intellectual (C2) 
AS X C2 
(20) Applied Interests (AS) .57 .32 15.79 .00 
Practicalness (C3) 
AS X C3 
(21) Applied Interests (AS) .68 .46 28.74 .oo 
Supportiveness (C4) 
AS X C4 
(22) Orderliness (A6) .56 .32 15.50 .00 
Achievement (C1) 
A6 X C1 
(23) Orderliness (A6) .48 .23 9.94 .00 
Intellectual (C2) 
A6 X C2 
(24) Orderliness (A6) .56 .31 15.08 .oo 
Practicalness (C3) 
A6 X C3 
(25) Orderliness (A6) • 67 .45 27.16 .oo 
Supportiveness (C4) 
A6 X C4 
(26) Orderliness (A6) .33 .11 3.95 .01 
Orderliness (CS) 
A6 X CS 
(27) Orderliness (A6) .32 .10 3.75 .01 
Impulse Control (C6) 
A6 X C6 
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TABLE XIV (Continued) 
2 
Model* R R F p 
(28) Submissiveness (A7) .54 .29 13.40 .00 
Achievement (C1) 
A7 X C1 
(29) Submissiveness (A7) .43 .18 7.43 .oo 
Intellectual (C2) 
A7 X C2 
(30) Submissiveness (A7) .56 .31 15.21 .oo 
Practicalness (C3) 
A7 X C3 
(31) Submissiveness (A7} .68 .46 28.13 .00 
Supportiveness (C4) 
A7 X C4 
(32) Closeness (AS) .54 .29 13.49 .00 
Achievement (C1) 
AS X C1 
(33) Closeness (AS} .44 .19 7.88 .oo 
Intellectual (C2) 
AS X C2 
(34) Closeness (AS) .58 .34 17.13 .oo 
Practicalness (C3) 
AS X C3 
(35) Closeness (AS} • 71 .so 32.97 .00 
Supportiveness (C4) 
AS X C4 
(36) Sensuousness (A9} .53 .28 12.70 .oo 
Achievement (Cl} 
A9 X C1 
(37) Sensuousness (A9) .42 .18 7.10 .oo 
Intellectual (C2) 
A9 X C2 
(38) Sensuousness (A9) .56 .31 14.85 .oo 
Practicalness (C3) 
A9 X C3 
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TABLE XIV (Continued) 
2 
Model* R R F p 
(39) Sensuousness (A9) .68 .46 28.62 .00 
Supportiveness (C4) 
A9 X C4 
(40) Friendliness (A10) .54 .28 13.26 .00 
Achievement (C1) 
A10 X Cl 
(41) Friendliness (A10) .45 .21 8.62 .00 
Intellectual (C2) 
AlO X C2 
(42) Friendliness (A10) .55 .30 14.52 .00 
Practicalness (C3) 
AlO X C3 
(43) Friendliness (A10) .69 .48 31.11 .oo 
Supportiveness (C4) 
AlO X C4 
(44) Friendliness (A10) .27 .07 2.68 .05 
Orderliness (C5) 
AlO X C5 
(45) Expressiveness-
Constraint (All) .53 .28 12.76 .00 
Achievement (C1) 
All X Cl 
(46) Expressiveness-
Constraint (All) .42 .18 7.20 .00 
Intellectual (C2) 
All X C2 
(47) Expressiveness-
Constraint (All) .55 .31 14.77 .oo 
Practicalness (C3) 
All X C3 
(48) Expressiveness-
Constraint (All) .69 .47 29.74 .00 
Supportiveness (C4) 
All X C4 
* A = Activity Factor c = Climate Factor 
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To address the three research questions once the significant 
models had been identified, it was then necessary to determine how 
much each variable contributed to the overall job satisfaction 
score. Beta weights and level of significance for each term in the 
various models ~ere computed. 
The three research questions and the results reported in 
Table XV are discussed below. 
1. What is the.relationship between individual 
personality needs and 'job satisfaction? 
Of the three variables, needs (activities) contributed the least to 
the variance in job satisfaction; making a significant contribution 
only 14.5% of the time. In six of the seven instances in which the 
needs term made a significant contribution to the variance in job 
satisfaction, it was the second highest beta weight; climate had the 
highest beta weight. In the seventh instance, the beta weights of 
the activity and interaction variables were tied. 
Therefore, the relationship between personality needs and job 
satisfaction is weak. 
2. What is the relationship between climate and 
job satisfac~ion? 
Climate was the best and largest predictor of variance in job 
satisfaction in this study. Nearly 98%, of the climate terms 
attained statistical significance. In all cases the beta weight 
associated with the climate te~ was the highest. This indicates 
that the climate variable contributed the most to variance in job 
satisfaction. A furher indication of the strength of the climate 
terms was their high beta weights. Over two-thirds of the climate 
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TABLE XV 
SIGNIFICANT MODELS SHOWING THE EFFECTS NEEDS, CLIMATE, AND 
INTERACTION TERM ON JOB SATISFACTION 
Beta Weights (F) 
Model* Standard Nonstandard Sig. T 
( 1) Self-Assertion (A1) .07 .07 .43 
Achievement (Cl) .51 .43 .00* 
A1 X C1 .OS .02 .53 
(2) Self-Assertion (A1) .06 .06 .54 
Intellectual (C2) .40 .36 .00* 
A1 X C2 .00 .00 .97 
(3) Self-Assertion (Al) .10 .09 .27 
Practicalness (C3) .51 .46 .00* 
A1 X C3 .02 .01 .81 
(4) Self-Assertion (A1) .07 .07 .36 
Supportiveness (C4) .65 .57 .00* 
A1 X C4 .06 .02 .41 
(5) Self-Assertion (A1) .19 .18 .04** 
Orderliness (C5) .27 .26 .00* 
A1 X C5 -.13 -.05 .18 
(6) Audacity-Timidity (A2) -.09 -.11 .31 
Achievement (C1) .• 52 .43 .00* 
A2 X C1 .13 .06 .14 
(7) Audacity-Timidity (A2) -.04 -.06 .63 
Intellectual (C2) .39 .34 .00* 
A2 X C2 .19 .09 .04** 
(8) Audacity-Timidity (A2) -.05 -.06 .sa 
Practicalness (C3) .53 .47 .00* 
A2 X C3 .22 .11 .01* 
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TABLE XV (Continued) 
Beta Weights (F) 
Model* Standard Nonstandard Sig. T 
(9) Audacity-Timidity (A2) -.09 -.12 .22 
Supportiveness (C4) .65 .57 .00* 
A2 X C4 .16 .07 .04** 
(10) Intellectual (A3) -.20 -.16 .02** 
Achievement (Cl) .54 .46 .00** 
A3 X Cl .13 .04 .11 
(11) Intellectual (A3) -.13 -.11 .15 
Intellectual (C2) .40 .35 .00* 
A3 X C2 .18 .06 .04** 
(12) Intellectual (A3) -.10 -.08 .24 
Practicalness (C3) • 52 .46 .00* 
A3 X C3 .15 .OS .08*** 
(13) Intellectual (A3) -.13 -.11 .07*** 
Supportiveness (C4) . 65 .57 .00* 
A3 X C4 .14 .04 .06*** 
(14) Motivation (A4) -.06 -.06 .48 
Achievement (Cl) .52 .44 .00* 
A4 X Cl .07 .02 .45 
(15) Motivation (A4) -.11 -.11 .23 
Intellectual (C2) .42 .37 .00* 
A4 X C2 .04 .02 .64 
(16) Motivation (A4) -.04 -.04 .60 
Practicalness (C3) .51 • 45 .00* 
A4 X C3 .08 .03 .38 
(17) Motivation (A4) -.02 -.02 .76 
Supportiveness (C4) .67 .sa .00* 
A4 X C4 .03 .01 .70 
(18) Applied Interests (AS) -.11 -.11 .18 
Achievement (Cl) .53 .44 .00* 
AS X C1 .17 .OS .OS** 
(19) Applied Interests (AS) -.10 -.10 .27 
Intellectual .40 .35 .00* 
AS X C2 .18 .06 .OS** 
TABLE XV (Continued) 
Model* 
(20) Applied Interests (AS) 
Practicalness (C3) 
AS X C3 
(21) Applied Interests (AS) 
Supportiveness (C4) 
AS X C4 
(22) Orderliness (A6) 
Achievement (Cl) 
A6 X Cl 
(23) Orderliness (A6) 
Intellectual (C2) 
A6 X C2 
(24) Orderliness (A6) 
Practicalness (C3) 
A6 X C3 
(25) Orderliness (A6) 
Supportiveness (C4) 
A6 X C4 
(26) Orderliness (A6) 
Orderliness (CS) 
A6 X CS 
(27) Orderliness (A6) 
Impulse Control (C6) · 
A6 X C6 
(28) Submissiveness (A7) 
Achievement (Cl) 
A7 X Cl 
(29) Submissiveness (A7) 
Intellectual (C2) 
A7 X C2 
(30) Submissiveness (A7) 
Practicalness (C3) 









































































































TABLE XV (Continued) 
Model* 
(31) Submissiveness (A7) 
Supportiveness (C4) 
A7 X C4 
(32) Closeness (AS) 
Achievement (Cl) 
AS X Cl 
(33) Closeness (AS) 
Intellectual (C2) 
AS X C2 
(34) Closeness (AS) 
Practicalness (C3) 
AS X C3 
(35) Closeness (AS) 
,! 
Support~veness (C4) 
AS X C4 
(36) Sensuousness (A9) 
Achievement (Cl) 
A9 X Cl 
(37) Sensuousness (A9) 
Intellectual (C2) 
A9 X C2 
(38) Sensuousness (A9) 
Practicalness (C3) 
A9 X C3 
(39) Sensuousness (A9) 
Supportiveness (C4) 
A9 X C4 
(40) Friendliness (AlO) 
Achievement (Cl) 
A10 X C1 
(41) Friendliness (AlO) 
Intellectual 










































































































TABLE XV (Continued) 
Beta, Weights (F) 
Model* Standard Nonstandard Sig. T 
(42) Friendliness (AlO) .13 .ll .15 
Practicalness (C3) .51 .45 .00* 
AlO X C3 -.14 -.05 .09*** 
(43) Friendliness (A10) .10 .09 .17 
Supportiveness (C4) .66 .57 .00* 
A10 X C4 -.16 -.OS .03** 
(44) Friendliness (AlO) .12 .ll .21 
Orderliness (CS) .22 .21 .03** 
AlO X CS .OS .02 .59 
(45) Expressiveness-
Constraint (All) .as .OS .59 
Achievement (Cl) .52 .44 .00*' 
All X C1 -.03 -.01 70 
(46) Expressiveness-
Constraint (All) .OS .as .61 
Intellectual (C2) .42 .37 .00* 
All X C2 -.01 -.00 .91 
(47) Expressiveness-
Constraint (All) .11 .12 .18 
Practicalness (C3) .53 .47 .00* 
All X C3 -.16 -.07 .06*** 
(48) Expressiveness-
Constraint (All) .15 .16 .OS** 
Supportiveness (C4) .68 .59 .00* 
All X C4 -.07 -.03 .34 
* Significant at the 0.01 level of confidence 
** Significant at the 0.05 level of confidence 
*** Significant at the 0.10 level of confidence 
# A = Activity 
c = Climate 
terms contributed from 43 to 59\ to the variance in job 
satisfaction. Therefore, the relationship between climate and job 
satisfaction is strong. 
3. Does the interaction between climate and needs affect 
job satisfaction? 
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The interaction of climate and needs was significant in 13 (27\) of 
the 48 models, thereby making a moderate contribution to the overall 
variation on job satisfaction. This variable was the second 
greatest predictor of job satisfaction with 11 of the significant 
models contributing the second greatest amount to the variance in 
job satisfaction. In one model the interaction term contributed the 
most to the variance in job satisfaction. Therefore, the 
interaction between needs and climate does affect job satisfaction; 
the relationship between the interaction of needs and climate on job 
satisfaction is moderate. 
Double Cross-Validation Procedure 
It is widely accepted that a regression model computed with one 
sample and applied to a second sample will yield a lower R than that 
calculated for the original sample. This phenomenon is known as 
"shrinkage" (Kerlinger and Pedhazur, 1973). To test for shrinkage 
in this study, a double cross-validation procedure was employed. 
The first step of the double cross-validation procedure was to 
randomly divide the total sample of 108 nurses into two equal, 
smaller samples (S-1 and s-2). Then, a regression equation was 
computed for Sample 1 (screening sample) and used to predict the 
criterion variable for Sample 2 (calibration sample). Next, a 
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correlational coefficient was computed to determine the relationship 
between the actual scores for Group 2 and the predicted scores of 
Group 2 (ryy'). Finally, the procedure was repeated by using the 
regression equation computed with Group 2 (screening sample) to 
predict job satisfaction scores for Group 1 (calibration sample). 
Accord~ng to Huck, Cormier, and Bounds (1974), a high 
correlation which is significantly different than zero indicates 
that the regression equation, obtained with one group and applied to 
the other, is appropriate for similar combined samples with similar 
characteristics. In the case of a double cross-validation, two 
significant ryy's for a particula; model indicates that it is 
appropriate to use the equation computed with the combined sample 
with similar samples of nurses. 
If neither ryy' is significant or if one ryy' is significant and 
the other is not, it would not be appropriate to apply the 
regression equ~tion to other similar samples of hospital staff 
nurses. In these cases,,a regression equation must be computed for 
each group separately. 
Comparison of ~ scores 
According to the results displayed in Table XVI, 43 of the 48 
models had two significant cross-validation terms. Four models did 
not contain two significant terms and one could not be computed 
because of missing data. Consequently, it would be appropriate to 
apply the 43 models which have an acceptable range of shrinkage to a 
similar sample of nurses. 
TABLE XVI 
A DOUBLE CROSS-VALIDATION OF SIGNIFICANT MODELS 
USING TWO RANDOMLY ASSIGNED GROUPS OF NURSES 
Screening Actual Calli-
Model Sample 2 P' brat ion 
R Sample ryy• 
(1) Self-Assertion 
Al S-1 .28 .00 s-2 .52 
Achievement 
Cl , S-2 .29 .00 S-1 .51 
Al X Cl 
(2) Self-Assertion 
Al S-1 .23 .00 S-2 .36 
Intellectual 
C2 S-2 .13 .03 S-1 .48 
Al X C2 
(3) Self-Assertion 
Al S-1 .22 .oo S-2 .59 
Practicalness 
C3 S-2 .36 .oo S-1 .46 
Al X C3 
(4) Self-Assertion 
Al S-1 .45 .oo S-2 .67 
Supportiveness 
C4 S-2 .46 .oo S-1 .66 
Al X C4 
(5) Self-Assertion 
Al S-1 .17 .01 S-2 .20 
orderliness 
C5 S-2 .04 .33 S-1 .40 
Al X C5 
(6) Audacity-Timidity 
A2 S-1 .28 .00 S-2 .53 
Achievement 
Cl S-2 .29 .00 S-1 .52 















TABLE XVI (Continued) 
screening Actual Calli-
Model sample 2 p brat ion 
R' sample ryy• p 
(7) Audacity-Timidity 
A2 S-1 .23 .oo S-2 .35 * 
Intellectual 
C2 S-2 .12 .03 S-1 .47 * 
A2 X C2 
(8) Audacity-Timidity 
A2 S-1 .20 .00 s-2 .60 * 
Practicalness 
C3 s-2 .36 .oo' s-1 .45 * 
A2 X C3 
(9) Audacity-Timidity 
A2 s-1 .45 .oo S-2 .67 * 
Supportiveness 
C4 S-2 .45 .00 S-1 .67 * 
A2 X C4 
(10) Intellectual 
A3 S-1 .31 .oo S-2 .55 * 
Achievement 
Cl S-2 .31 .oo S-1 .55 * 
A3 X Cl 
(11) Intellectual 
A3 S-1 .26 .00 S-2 .37 * 
Intellectual 
C2 S-2 .14 .03 S-1 .51 * 
A3 X C2 
(12) Intellectual 
A3 S-1 .20 .00 S-2 · .61 * 
Practicalness 
C3 S-2 .37 .00 s-1 .45 * 
A3 X C3 
(13) Intellectual 
A3 S-1 .48 .00 S-2 .67 * 
supportiveness 
C4 S-2 .46 .00 S-1 .69 * 
A3 X C4 
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TABLE XVI (Continued) 
Screening Actual calli-
Model Sample 2 p brat ion 
R Sample ryy' p 
(14) Motivation 
A4 S-1 .28 .00 S-2 .51 * 
Achievement 
Cl S-2 .29 .00 S-1 .so * 
A4 X Cl 
(15) Motivation 
A4 S-1 .25 .00 S-2 .35 ** 
Intellectual 
C2 S-2 .13 .03 s-1 .49 * 
A4 X C2 
(16) Motivation 
A4 S-1 .21 .oo S-2 .57 * 
Practicalness 
C3 S-2 .36 .oo s-1 .44 * 
A4 X C3 
(17) Motivation 
A4 S-1 .47 .00 s-2 .64 * 
supportiveness 
C4 S-2 .45 .00 S-1 .65 * 
A4 X C4 
(18) Applied Interests 
AS S-1 .27 .00 s-2 .54 * 
Achievement 
C1 S-2 .30 .00 S-1 .52 * 
AS X Cl 
(19) Applied Interests 
AS S-1 .25 .00 S-2 .36 * 
Intellectual 
C2 S-2 .13 .03 S-1 .49 * 
AS X C2 
(20) Applied Interests 
AS S-1 .20 .oo S-2 .60 * 
Practicalness 
C3 S-2 .36 .00 S-1 .45 * 
AS X C3 
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TABLE XVI (Continued) 
Screening Actual. calli-
Model Sample 2 ·P brat ion 
R Sample ryy' p 
(21) Applied Interests ·' 
AS S-1 .46 .00 S-2 • 68 * 
Supportiveness 
C4 S-2 .46 .oo s-1 .68 * 
AS X C4 
(22) Orderliness 
A6 S-1 .26 .oo S-2 .57 * 
Achievement 
C1 S-2 .42 .00 S-1 .44 * 
A6 X C1 
(23) Orderliness 
A6 S-1 .22 .oo S-2 .36 * 
Intellectual 
C2 S-2 .23 .oo S-1 .35 ** 
A6 X C2 
(24) Orderliness 
A6 S-1 .20 .oo S-2 .63 * 
Practicalness 
C3 S-2 .47 .oo S-1 .39 * 
A6 X C3 
(25) Orderliness 
A6 S-1 .46 .oo S-2 .66 * 
Supportiveness 
C4 S-2 .46 .00 S-1 .64 * 
A6 X C4 
(26) Orderliness 
A6 S-1 .12 .04 S-2 .17 
Orderliness 
cs S-2 .13 .03 S-1 .17 
A6 X CS 
(27) Orderliness 
A6 S-1 .OS .29 S-2 .09 
Impulse control 
C6 S-2 .09 .10 S-1 .06 
A6 X C6 
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TABLE XVI (Continued) 
Screening Actual Calli-
Model Sample 2 p brat ion 
R sample ryy• p 
(28) Submissiveness 
A7 S-1 .29 .00 s-2 .49 * 
Achievement 
C1 s-2 .29 .oo S-1 .so * 
A7 X C1 
(29) Submissivene 
A7 S-1 .26 .00 S-2 .31 ** 
Intellectual 
C2 S-2 .13 .03 S-1 .45 * 
A7 X C2 
(30) Submissiveness 
A7 S-1 .22 .00 S-2 .57 * 
Practicalness 
C3 s-2 .36 .oo S-1 .45 ** 
A7 X C3 
(31) Submissiveness 
A7 S-1 • 47 .00 s-2 .65 * 
Supportiveness 
C4 s-2 .45 .oo s-1 .66 * 
A7 X C4 
(32) Closeness 
AS S-1 .29 .00 S-2 .49 * 
Achievement 
Cl S-2 .29 .oo S-1 .49 * 
AB X Cl 
(33) Closeness 
AB S-1 .25 .00 S-2 .31 ** 
Intellectual 
C2 S-2 .13 .03 S-1 .44 * 
AS X C2 
(34) Closeness 
AS S-1 .27 .00 S-2 .51 * 
Practicalness 
C3 s-2 .36 .00 S-1 .43 * 
AB X C3 
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TABLE XVI (Continued) 
Screening Actual Calli-
Model Sample 2 p brat ion 
R Sample ryy• p 
(35) Closeness 
AS S-1 .55 .00 S-2 .63 * 
Supportiveness 
C4 S-2 .45 .oo S-1 .69 * 
AS X C4 
(36) Sensuousness 
A9 S-1 .27 .oo s-2 .4'9 * 
Achievement 
C1 S-2 .33 .oo S-1 .44 * 
A9 X C1 
(37) Sensuousness 
A9 S-1 .24 .oo S-2 .31 ** 
Intellectual 
C2 S-2 .16 .01 S-1 .36 * 
A9 X C2 
(38) Sensuousness 
A9 S-1 .23 .00 S-2 .53 * 
Practicalness 
C3 S-2 .38 .oo s-1 .3S * 
A9 X C3 
(39) Sensuousness 
A9 S-1 .4S .00 S-2 .63 * 
Supportiveness 
C4 S-2 .46 .oo 'S-1 .63 * 
A9 X C4 
(40) Friendliness 
AlO S-1 .2S .oo S-2 .52 * 
Achievement 
Cl S-2 .29 .oo S-1 .51 * 
AlO X C1 
(41) Friendliness 
A10 S-1 .24 .00 S-2 .37 * 
Intellectual 
C2 S-2 .14 .03 S-1 .49 * 
A10 X C2 
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TABLE XVI (Continued) 
Screening Actual Calli-
Model Sample 2 p brat ion 
R Sample ryy• p 
(42) Friendliness 
AlO S-1 .21 .00 S-2 ~61 * 
Practicalnes 
C3 S-2 .37 .00 S-1 .46 * 
AlO X C3 
(43) Friendliness 
AlO S-1 .45 .00 S-2 .67 * 
Supportiveness 
C4 S-2 .48 .00' S-1 .65 * 
AlO X C4 
(44) Friendliness 
AlO S-1 S-2 
Orderliness 
cs S-2 S-1 
AlO X CS 
(45) Expressiveness-constraint, 
All S-1 .28 .00 S-2 .51 * 
Achievement 
Cl S-2 .29 .00 S-1 .49 * 
All X Cl 
(46) Expressiveness-constraint 
All S-1 .24 .00 S-2 •. 33 ** 
Intellectual 
C2 S-2 .13 .03 S-1 .45 * 
All X C2 
(47) Expressiveness-Constraint 
All S-1 .25 .oo S-2 .53 * 
Practicalnes 
C3 S-2 .36 .00 .S-1 • 42, * 
All X C3 
(48) Expressiveness-Constraint 
All S-1 .49 .00 S-2 .66 * 
Supportiveness 
C4 S-2 .45 .00 S-1 .69 * 
All X C4 
* .01 Significance ** .OS Significance 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
The purpose of this chapter is to present an,explanation of the 
research findings and to formulate conclusions from an analysis of 
the research data. This chapter is divided into four parts. A 
summary and discussion of the findings of this study comprise the 
first part; theoretical and practical implications are presented in 
part two; recommendations for further reserarch are presented in 
part three; and some concluding remarks are made in part four. 
Summary and Discussion of Findings 
The purpose of this study was to investigate the effect of 
needs-climate C?ngruence on the job satisfaction of hospital staff 
nurses. Accordingly, three research questions were investigated: 
1. What is the relationship between individual 
personality needs and job satisfaction? 
2. What is the relationship between organizational 
climate and job satisfaction? 
3. Does the interaction between needs and climate 
affect job satisfaction? 
Needs, climate, and the interaction needs-climate term served as the 
independent variables; job satisfaction was the dependent variable. 
To test the three research questions, a hierarchical, multiple 
regression technique was employed utilizing centered data. Seventy-
two multiple regression models were constructed to determine the 
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contributions of the independent variables,to job satisfaction. 
This effort revealed that 48 (66~6%')-of the 72, models were 
' ' 
significantly different from zero and, therefore, relevant to the 
present study. Twent¥-four (33.3~) models aid not ,attain l~vels of 
' ' ., , ' 
significan9e and ~~re not studied further. 
An examination.of beta weights .. for each of-the significan~ 
models was conducted to determine th~ 90ntribution of each 
independent vari~1e to the variance in job satisfaction. In 
general, the significant models -revealed a ~trong relationship 
' ,. 
' 
between organizationa1 climate and job~~atisf~ction, a moderate 
relationship between the interaction of climate and need~ on job 
satisfact+on, and a weak'relationship between needs and. job 
satisfaction. 
A double cross-validation procedure was applied to the 48 
' ' 
significant models to determine whether they would be successful in 
predicting the variance in j~b satisfaction in a similar sample of 
nurses. Forty-three (89.5%) models could appropriately be used in 
this manner. 
Models Which Did ~ Attain 
; ' 
Levels of Significance . 
Of the 24. models (33\.of the original 72 models) which did not 
attain levels of significance, three distinct patterns emerged which 
may explain why these models did not contribute significantly to the 
variance in job satisfaction for the nurses in this study. The three 
patterns are: 
1. The 12th activity term, "egosim-diffidence", appeared 
with all six climate terms, or 100% of the times 
possible. 
2. The fifth climate term, "orderliness", appeared nine of 
12 possible times (75%). 
3. The sixth climate term, "impulse control" appeared 11 
of the 12 times possible (91.6%). 
The Role of Egoism-Diffidence 
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No matter which climate term egoism-diffidence was paired with, 
it failed to make a significant contribution to the variance in 
nurse job satisfaction (See Table XVII). 
Stern defines egoism-diffidence as "a"reflection of an extreme 
preoccupation with the self; concern for appearance and comfort as 
well as with fantasies of extraordinary achievement" (p. 5). At' 
first one might conclude that! because nursing is clearly a service 
occupation which involves caring for others rather than self, 
egoism-diffidence would be inversely related to job satisfaction. 
However, it does not have an inverse relationship; that is, the 
presence of this need does not reflect lower job satisfaction. The 
dilemma is compounded by asking why the climate variables, 
established as strong predictors of job satisfaction in other 
models, did not contribute sufficient variance in any of the six 
models to compensate for the lack of contribution of egoism-
diffidence. 
There are both theoretical and conceptual explanations for this 
occurrence which complement one another. First it is possible that 
this particular need variable is not independent of the climate 
TABLE XVII 
COMPARISON OF ACTIVITY TERM* FREQUENCY FOR NONSIGNIFICANT 
AND SIGNIFICANT REGRESSION MODELS 
Activity Term Nonsignificant Significant 
1. Self-Assertion 1 5 
2. Audacity,-Timidity 2 4 
3. Intellectual Interests 2 4 
4. Motivation 2 4 
5. Applied Interests 2 4 
6. Orderliness 0 6 
7. Submissiveness 2 4 
a. Closeness 2 4 
9. Sensuousness 2 4 
10. Friendliness 1 5 
11. Expressiveness- 2 4 
Constraint 
12. Egoism-Diffidence 6 0 
*Each term can appear a maximum of six times 
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measure in that the two are in fact tautological. It will be 
recalled that, in an earlier discussion concerning the independence 
of the SAI and OCI, McFee (1961) and Saunder (1969) confirmed the 
independence of the two measures. However, Mitchell (1968) and 
Marks (1975) found high correlations between personality traits and 
perceptions of climate. Because the needs variables were entered 
first in the regression models with their effects removed from the 
climate variable, under tautalogical conditions, climate would 
contribute little to job satisfaction. 
Similarly, a conceptual explanation for why egoism-diffidence 
appeared with all six climate terms in the models not attaining 
significance relates to similarities in the definition of the 
climate terms and this particular need term. For example, the 
climate term achievement, with its emphasis on individual 
recognition and personal achievement, suggests a preoccupation with 
self which is also a part of the egoism-diffidence need: "has 
fantasies of extraordinary achievement and public recognition" 
(Stern, 1975, p. 10). Likewise, the intellectual climate also 
implies support of individual pursuit and scholarly interests. Part 
of the intellectual factor was derived from the "ego-achievement" 
scale, one of Stern's original 30 scales. 
The remaining climate terms, practicalness, supportiveness, 
orderliness, and impulse control, all appear to have an inverse 
relationship to egoism-diffidence. A practical climate is well 
organized and more conce.rned with rights and duties than with the 
comfort or recognition of the individual. Similarly, the 
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supportive climate, while respecting the integrity of the 
individual, also supports fair play and openness, which are more 
oriented toward group needs than those preoccupied with self. 
Orderliness and impulse control are climate factors which stress 
conformity and restrictiveness in the work environment rather than 
facilitating the extreme preoccupation with self, a part of the 
egoism-diffidence definition. 
The Role of Orderliness 
and Impulse Control 
A second and third pattern noted in the data concerning the 
rejected models, is that "orderliness," when used as a climate term, 
appears in nine models, not attaining significance, and "impulse 
control" is present in 11 models (see Table XVIII). Because the 
latter terms represent 83.3% of the total climate terms in the 24 
non-significant models, the question of interest is why these two 
climate terms did not mimic the other four climate terms to 
contribute enough to establish significance. As will be reported 
later in this section, in many instances, the only contributer to 
the significance of the model was the climate variable. The 
question then is why didn't these two climate variables in the 
insignificant models render them significant? Perhaps there is 
something unique about the hospital setting which would diminish the 
possibility that the climate variables orderliness and impulse 








COMPARING CLIMATE TERM* FREQUENCIES FOR NONSIGNIFICANT 
AND SIGNIFICANT REGRESSION MODELS 
Climate Term Nonsignificant Significant 
Achievement Stand-...rds 1 11 
Intellectual Climate 1 11 
Practicalness 1 11 
Supportiveness 1 11 
Orderliness 9 3 
Impulse control 11 1 
*Each term can appear a maximum 12 times 
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According to Stern's definition, both orderliness and impulse 
control are factors which stress conformity; that is, they both 
represent different ways an organization may control behavior. 
Orderliness implies strict rules and pressure to conform; impulse 
control points to a climate with little opportunity for personal 
expression or impulsive behavior. The hierarchical and 
bureaucratic nature of most hospitals may inhibit impulsive behavior 
and deviation from the accepted rules. Moreover, for many nurses, 
conformity and lack of opportunity for personal expression are part 
of the socialization that occurs when they enter the field. 
Although rarely mentioned in relation to experienced nurses, there 
is empirical support for the fact that organizational control and 
conformity are problematic for new graduate nurses (Kramer, 1974). 
Marlene Kramer (1974)1 a prominant nurse researcher, has 
demonstrated that for new graduates to survive in the present 
hospital setting, they must become "bicultural". The nurse who 
achieves "biculturalism" according to Kramer, has learned to 
integrate personal high ideals and the "ivory tower" ideals from 
school with the norms of the practice setting. If the norm is 
conformity and constraint, a nurse must adapt or leave. Because it 
is documented that the greatest turnover for new graduates occurs in 
the first year of practice (Stamps and Piedmonte, 1986) and because 
8% of this sample had been in nursing for less than two years, it is 
possible to conclude that orderliness and impulse control are not 
seen by nurses in this sample as related to job satisfaction because 
the majority (92%) have been in the field for over two years and 
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probably have been socialized to conform. Those who felt a strong 
need for independence and lack of constraint may have already moved 
to a different setting with fewe~ limits placed on their behavior or 
have left the profession entirely. In fact, to use Herzberg's, 
terminology, orderliness and impulse control may be dissatisfiers 
which, by definition, are not related to.satisfaction. 
Research Questions 
Although the three research questions were answered in Chapter 
V, the following discussion interprets the findings for each major 
research question. 
Contribution of Need 
to Job Satisfaction 
Overall, the needs variables had a weak impact on job 
satisfaction; only seven of the 48 surviving models had significant 
needs terms. Because 41 models did not have significant needs 
variables, it is important to understand why certain activity terms 
did and did not contribute significantly to job satisfaction. In 
the following section, each needs term will be addressed in relation 
to its impact on the model. 
Of particular interest is the need term "orderliness" which 
occured in three (42.5%) of the seven models containing significant 
needs terms (note: this "orderliness" is a need term which is very 
different from the climate "orderliness" which was discussed in the 
previous section). The negative beta weight for all three models 
containing the need term orderliness indicates an inverse 
relationship between ord~rliness and job satisfaction. It appears 
that a high need for orderliness would result in low job 
satisfaction; a low need for orderliness would result in high job 
satisfaction. 
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According to the conceptual definition provided by Stern, the. 
individual with a high orderliness need values personal organization 
and deliberation. People who are very orderly " ••• like to 
schedule their activities, avoid impulsive behavior, and keep 
accurate records" (p. 9). The inverse relationship is puzzling at 
first when one considers that the job of a hospital staff nurse is 
composed of a myriad of essential activities that demand personal 
organization, careful documentation, and deliberate planning. It 
would appear that orderliness would be an important personal 
characteristic for a nurse and would contribute to job satisfaction. 
However, a deeper understanding of the staff nurse role clarifies 
why a nurse with a high need for orderliness would not be satisfied 
in the hospital environment today. 
A nursing unit is a hectic place which is often filled with 
stress and is, at times, chaotic. During an eight hour period, 
numerous health care professionals converge on a nursing unit to 
perform their piece of the patient care puzzle. In the center of 
this highly charged atmosphere are the registered nurses who are 
expected to modify their schedule to accommodate the changing needs 
of the patient and his family, serve as a resource for the other 
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members of the team, and assist their nursing colleagues when 
necessary. The frustration of multiple demands caused a respondent 
to write,, "If I had to do it again, I would go into research or be a 
librarian. I am tired of dealing with the public and being a 
mediator while taking the brunt from all sides." The nurse who 
relies too heavily on a pre-set schedule and a desire to do things 
in an orderly manner could be very frustrated much of the time. For 
example, a nurse with a case load of seven patients on a certain day 
may have planned the shift activities to include 30 minutes of 
instruction to a newly diagnosed diabetic patient to teach him/her 
about about the disease. However, a sudden decline in the condition 
of another assigned patient, the arrival of a patient's out of town 
relative, and difficulty with the lab about obtaining a specimen may 
consume the teaching time set aside for the diabetic patient. The 
nurse may have to be satisfied,with a five minute assessment of 
his/her learning needs and a promise to return the next day. As one 
respondent commented, "I have learned not to get hung up on getting 
one thing done before I start another. You have to be able to deal 
with never knowing what will happen next. It's still hard for me to 
do." 
Unlike nursing in the past, nurses today are not driven by 
routines but rather must respond quickly to changes from a variety 
of sources. Aside from the changes in patient needs, there are also 
systems changes that occur due to the crisis nature of the present 
health care system. New equipment, policies, staffing changes, and 
educational requirements are only a few of the unpredictable factors 
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with which nurses must cope (Wandelt 1981; Vestal, 1987). 
In addition, because 97% of nurses are women, there are often 
family responsibilities which necessitate frequent adjustments of 
priorities. A nurse with a high need for orderliness may have 
initial success when arranging her personal and professional 
responsibilites, but may have difficulty with the constantly 
shifting of plans to accomodate both "worlds". Unlike Stern's 
definition for orderliness which implies rigidity, flexibility and 
adaptation are often cited as essential nursing characteristics for 
the present (Seybolt, 19867 Price and Mueller, 1981). 
The relationship between each of the remaining four significant 
needs terms and job satisfaction further describes this sample of 
nurses. self-assertion and intellectual interests are positively 
related to job satisfaction for this sample and are needs commonly 
expressed by nurses in general. Self-assertion, according to Stern, 
reflects a need for personal power and social and political 
recognition. Nurses share the common desire to be respected for 
their knowledge and ability to make sound patient care decisions. 
Considered a profession that is dependent on others, the profession 
of nursing is seeking its own identity and the ability for its 
membe~s to function autonomously within the parameters of 
appropriate nursing practice. Assertiveness classes are a popular 
continuing education offering for nurses as they attempt to achieve 
the personal power necessary to achieve the professional status they 
desire. 
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Intellectual ability offers a powerful opportunity for nurses 
to achieve the recognition they desire. However, the need 
intellectual interest, had an inverse relationship to job 
satisfaction and only was significant once of the three times 
possible. 
Stern defines intellectual interests as involving the abstract 
as well as the empirical and cites the example of a individual high 
in this need as ••• "liking to collect data and attempt to arrive 
at laws about the physical universe" (p. 8). Although nurses are 
continuously collecting and recording data, the conclusions they 
reach from those data are concrete in nature. The fact that nurses 
tend to be less abstract in their thinking presents few problems 
because their practice is based on observable and measurable data. 
However, in a climate stressing the abstract, most nurses are likely 
to be dissatisfied. 
Both "closeness" and "expressiveness-constraint" appeared in 
one of four possible significant models and both had a positive 
relationship to job satisfaction. Closeness, according to Stern, 
refers to the need for warmth and emotional supportiveness. 
Expressiveness constraint stresses freedom from self-imposed 
controls. It is clear that nurses want to feel supported by their 
peers and superiors (Berns, 1982; Chambers, 1988) and free to 
function in the manner best suited to achieve positive patient 
outcomes. 
The perception that administration does not support nurses was 
expressed clearly by four respondents who wrote lengthy comments at 
108 
the end of the demographic section of the questionnaire. One 
stated, "I hate my job1 Administration just doesn't care about us 
(nurses). As a result, I. don't ca~e as much either and then I 
really feel guilty." A second nurse wrote, "The staff is quite 
disgusted with the lack of support from our supervisors who only 
seem to find fault and very seldom·give an encouraging word." 
Further illustrating the perceived lack of support to nurses by 
administration, other respondents wrote, "In this institution, it's 
not what you know or how you do your job--it's who you know and how 
you keep your mouth shut1" And, "When the work has been 
backbreaking and all the patients have been taken care ·of, 
administration never says thanks. They find another form to fill 
out." 
Despite the many negative comments concerning the lack of 
support to nurses by administration, one nurse indicated her 
relationship with her supervisor was a source of great pride: "I 
really like my job and I am proud of my relationship with my 
supervisor--she listens to me!" 
Six additional needs terms (audacity-timidity, motivation, 
applied interests, submissiveness, sensuousness, friendliness) were 
never significant, despite appearing in four significant models 
each. The reason that these terms, over 50% of the needs variables, 
did not have a significant impact on job satisfaction, can best be 
explained by considering the impact in general of personality 
variables in interaction research. Abdel-Halim, writing about the 
effects of person-job compatibility on managerial reactions to role 
ambiguity, states: 
While personality and job (situational) variables 
jointly tend to explain greater variance in employee 
responses to ambiguity than either set of variables 
alone, job characteristics seem to account for more 
variance than personality variables when considered 
separately (p. 207). 
Cronbach (1975), discussing the many moderating effects of 
personality variables, states that the numer of interactions that 
come from just seven variables is 12b, a "number beyond the 
practical reach of a dir~ct experiment" (p. 120). Similarly, 
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Mischel (1973) wrote that research in personality has to become the 
study of higher order interactions. Thus, it appears that the study 
of personality variables is so complex that identification of a true 
personality main effect is difficult. 
cronbach and Mischel's comments are consistent with conclusions 
reached by others (Argyle and Little,1972; Endler and Magnusson, 
1976). Argyle and Little (1972) concluded,in a review of previous 
studies, that the 
Person X Situation accounts for more variance than 
either situations or persons alone. With the passage of 
time and in more adequately functioning groups, 
situations are relatively more important sources of 
variation tqat are persons (p. 16). 
Adding to the complexity associated with the study of 
personality variables were Moos• (1968) findings. Following his 
studies of self reported reactions by hospital staff and patients to 
nine different settings, he discovered that besides the individual 
reactions to different settings, a given person may react 
differently at different times of the day or in different 
circumstances. An entirely different pattern might characterize the 
next person. Mischel (1968) referred to the inconsistency of 
response as the "idiosyncratic organization of behavior within 
individuals" (p. 190). 
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Therefore, this study is not unlike other interaction studies 
which have seen a greater amount of variance contributed by the 
situation variable (climate) than the the personality variable 
(need). 
Contribution of Organizational Climate 
to Job Satisfaction 
The contribution of climate to the job satisfaction of nurses in 
this study is a strong one. Almost 98% of the models attaining 
significance had a significant climate term. The intensity of the 
contribution of the climate variable to the overall variance in job 
satisfaction for each model is illustrated in two ways. First, a 
comparison of beta weights for each term of each interaction model 
revealed that in all cases the beta weight associated with the 
climate term was the highest. Second, over two-thirds of the 
climate beta weights were very high, contributing 43 to 59\ of the 
variance in job satisfaction. The inconsistency of response and 
complexity of personality variables, mentioned previously as an 
explanation for the low contribution of most needs variables, 
provides part of the explanation for the high climate significance. 
But why wouldn't the same "idiosyncratic organization of human 
behavior" (Mischel, 1968) cause the climate term to be equally 
inconsistant? 
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There are three possible explanations for the powerful 
affirmation of the role played by climate in nurse job satisfaction. 
First is the very basic conceptual matter that climate, "like the 
weather all around us, • • • is an important aspect of the context 
in which individual actions occur" (Silver, 1983, p. 204). The 
effects of organizational climate on the satisfaction, retention, 
and productivity of workers has been widely documented in education 
and business (Forehand and Gilmer, 1964; James and Jones, 1974) and 
has recently been studied in nursing (Haussler, 1988, Krampitz and 
Williams, 1983). It should not be surprising that climate is a large 
predictor of job satisfaction; the literature has identified it as a 
large predictor of many behavioral outcomes. 
Second, although Maslow (1975) contended that human needs 
direct everything an individual does, nurses as individuals tend to 
be less concerned with their needs than the needs of others. 
Considerable empirical data exists which identifies this 
characteristic of nurses (Lambert and Lambert, 1987; Manthey, 1989; 
Meisenhelder, 1986). Therefore, in a study of nurses which seeks to 
discover the relationship between need and climate, the climate or 
situational factor is likely to be the greater indicator of job 
satisfaction. 
A third reason for the strong relationship between climate and 
nurse job satisfaction ~elates to the nature of interactive 
research. As stated previously by both Abdel-Halim (1980) and 
Mischel (1973), most interactive research finds that the situational 
variable (ie.climate) contributes the greatest amount to the 
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dependent variable (job satisfaction). 
The Contribution of the Interaction 
Of Needs and Climate gn 
Job Satisfaction 
Although five models did not survive the double cross-
validation procedure, the following discussion will be based on the 
48 models which have been discussed previously. This investigator 
believes that the small sample size did not provide enough 
statistical power to justify eliminating the five models. Further, 
Jaccard, Turrisi, and Wan write: 
In many areas of inquiry, interaction effects have 
failed to manifest themselves even when they are 
predicted on the basis of common sense or strong 
theory (p. ?5). 
Thus, a problem with interactive research is the failure to detect 
interactions effectively that do indeed exist. 
Lee J. Cronbach (1975), an early proponent of interactive 
research, recognized the difficulty of attempting to demonstrate the 
presence of an interaction between two variables. He cautioned 
investigators that an interaction effect can be taken as a general 
conclusion only if it is not in turn moderated by other variables. 
He writes: 
If Aptitude X Treatment X Sex interact, for example, 
then the Aptitude X Treatment effect does not tell the 
story. Once we attend to interactions, we enter a hall 
of mirrors that extends to infinity. However far we 
carry our analysis - to third order or fifth order or 
any other - untested interactions of a still higher 
order can be envisioned (p. 119). 
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Clearly, if interactions are so complexly conditioned, it is 
easy to see why it would be difficult to obtain significant results 
from only two factors, the number,used in this study. However, 
because the interaction of climate and needs was significant in 13 
(27%) of the 48 significant models, the contribution of the 
interaction term to the overall variation in job satisfaction was 
significant. In addition, if directional hypotheses had been used, 
five additional interactive terms. would have achieved significance 
(see Table XVI for models attaining significance at the 0.10 level). 
The total percentage of significant interactive terms would then 
have been 37.5%. 
Considering the difficulties associated with obtaining 
significant interactions, this investigator believes that these 
findings support the theoretical basis of the study: that needs and 
press (climate) are interactive in nature, and that one influences 
the other to significantly· influence behavior (job satisfaction) in 
individuals (hospital staff nurses). The Needs Press Framework, 
formulated by Murray and based on the early work of Kurt Lewin, is 
an interactive theory and the instruments developed by Stern and 
associates to measure needs and press were meant to be used 
together. 
Three patterns emerged following an analysis of the 13 
interactive terms. They are: 
1. The needs terms "Audacity-Timidity" and "Applied 
Interests" appeared the most often: three times each 
or 46% of the times possible. In general, the more 
audacious nurse expressed greater job satisfaction in 
intellectual, practical, and supportive climates than 
the less audacious or timid nurse. Likewise, the 
nurse with a higher score on applied interests was 
more satisfied in climates high in achievement 
standards, intellectual climates, and climates high 
in practicalness. 
2. The climate variable "Intellectual Climate" appeared 
four times (30.7% of the times possible). 
3. The climate variable "practicalness" appeared five 
times (38% of the times possible). 
To depict the pattern of significant interactions, median 
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scores for the needs variable were used to divide the sample into 
two groups and regression equations were run on each half. Figures 
1-13 illustrate relationships between the six climate factors with 
job satisfaction for nurses who were low and high in specific needs. 
Of the 13 significant interactions, 12 were of the crossover 
type and one was a divergence from a common origin. In nine of the 
13 interactions, higher scores on the needs factors were associated 
with higher work satisfaction. Conversely, in four of the 13 
interactions, lower scores on the needs factors were associated with 
higher work satisfaction. 
Eight of the significant interactions depict relationships 
between climate and nurses who were low and high on three needs: 
audicity-timidity, applied interests, and orderliness. Five 
significant interactions reflect climate-satisfaction relationships 
for nurses low and high on five different needs: submissiveness, 
closeness, sensuousness, friendliness, and intellectual. These 
eight needs serve as a foci for the organization of the remainder of 
this section. A brief description of the relevant need and climate 
term precedes each interpretation. 
Interactions Involving the 
Audacity-Timidity ~ 
There were three significant interactive terms involving 
audacity-timidity which are displayed in Figure 1-3. Highly 
audacious nurses are likely to display greater skill and 
aggressiveness in both physical activities and interpersonal 
relationships than their more timid counterparts. The three 
climate terms involved in the interactions were: intellectual, 
practical, and supportive. 
An intellectual climate is one which supports scholarly 
interests in the humanities, arts, and sciences. According to 
Figure 1, timid (low audacity) nurses express greater job 
satisfaction in climates low in intellectual activity than 
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audicious nurses up to about 1.8 on the climate scale. From that 
point on, highly audacious nurses express greater satisfaction than 
their less audacious counterparts. Because the line representing 
timid nurses has very little slope, it appears that there is not 
much of a relationship between intellectual climate and work 
satisfaction for nurses who are less audacious. The steep slope of 
the line which represents nurses high in audacity indicates that for 
this group, the positive relationship between work satisfaction and 
a highly intellectual climate is strong. 
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A practical climate is well-organized with programs that are 
well-structured and have clear objectives. According to Figure 2, 
timid nurses express greater satisfaction in a climate low in 
practicalness until about the 3.5 level. From that point on, more 
audacious nurses express greater satisfaction in their less 
audacious counterparts. Although job satisfaction increases for 
both groups of nurses as the climate becomes more practical, the 
slope of the line is steeper for more audacious nurses than for 
their less audacious counterparts. This indicates that there 
is a greater relationship between practicalness and work 
satisfaction for audacious nurses than for their timid counterparts. 
In supportive climates, there is respect for the integrity of the 
individual and a sense of fair play and openness in the working 
environment. According to Figure 3, in climates low in 
supportiveness (until about the 3.5 level), less audacious nurses 
express greater job satisfaction than their more audacious 
counterparts. At about 3.5 on the climate scale, the lines cross 
and satisfaction is greater for more audacious nurses than for their 
less audacious counterparts. The slope of the lines indicates that 
both highly audacious and less audacious nurses express greater job 
satisfaction as the climate increases in practicalness. However, 
the greater slope of the line for highly audacious nurses indicates 
that the relationship between a climate high in supportiveness and 
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Interactions Involving the 
Applied Interest Need 
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Interactions involving applied interest and the achievement, 
intellectual, and practicalness climates are displayed in Figures 4-
6. Nurses with high applied interests seek success and satisfaction 
through conventional means and are likely to be diligent and 
orderly. 
Climates with high achievement standards are perceived to 
stress high standards of personal achievement. Recognition is given 
for quality work and there are high levels of motivation within the 
work group. According to Figure 4, in climates with low achievement 
standards (until about the 3.0 level), nurses with low applied 
interest express greater job satisfaction than nurses with higher 
applied interests. At about 3.0 on the climate scale the lines 
cross and nurses with higher applied interest needs express greater 
levels of satisfaction than their counterparts. The flatter slope 
of the line for nurses low in the applied interest need indicates 
that a climate high in achievement is not strongly related to work 
satisfaction for them. However, for their counterparts high in 
applied interest, the steeper slope of the line indicates a strong 
relationship between work satisfaction and high achievement 
standards. 
An intellectual climate is conducive to scholarly interests and 
intellectual activities are facilitated by the staff and physical 
plant. According to Figure 5, nurses less oriented toward applied 
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until about 2.0 on the intellectual climate scale. At about 2.0 the 
lines cross and nurses with high applied interests express greater 
satisfaction as the climate becomes more intellectual. The slope of 
the lines for both groups indicates that for nurses high in applied 
interests, there is a stronger relationship between work 
satisfaction and a highly intellectual climate than for nurses who 
are low in applied interests. For both groups however, the 
relationship between intellectual climate and job satisfaction is 
positive. 
A practical climate is perceived as well-organized and likely 
to have programs that. are well-structured with clear objectives. 
According to Figure 6, nurses with low applied interests express 
greater satisfaction than their counterparts. At about 1.6 on the 
practicalness scale, the lines cross and nurses with high applied 
interests express greater satisfaction than nurses with low applied 
interests. The slope of the liries for both groups indicates that 
for nurses low in applied interests the strength of the relationship 
between high prac~fcalness and work satisfaction is not as great as 
for their counterparts high in applied interest. 
Interactions Involving the 
Orderliness ~ 
Interactions involving the orderliness need and the 
intellectual and impulse control climate terms are displayed in 
Figures 7 and 8. Nurses scoring high on the orderliness need are 
likely to value personal organization and deliberation. They avoid 
17 
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impulsive behavior and maintain self-control through routine and 
detailed planning. 
A climate high in intellectual activity is conducive to 
scholarly pursuits. According to Figure 7, nurses with low 
orderliness needs expressed greater satisfaction in climates 
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low in intellectua,l activity than their counterparts with high 
orderliness needs. At about 2.0 on the climate scale the lines 
cross and nurses high in orderliness expressed greater satisfaction 
than their counterparts. Because the slope of the line is steeper 
for nurses with high orderliness needs, the magnitude of the 
relationship between the intellectual climate and satisfaction is 
greater than for their counterparts with low orderliness needs. 
High scores on impulse control implies a great deal of 
constraint and restrictiveness in the work climate. There is little 
opportunity for personal expression' or any type of impulsive 
behavior. According to Figure, 8, nurses with a high need for 
orderliness express greater satisfaction in a climate low in impulse 
control than their counterparts. At about 2.0 on the climate scale 
the lines cross and nurses with low orderliness needs express 
greater satisfaction than nurses with high orderliness needs. 
Although nurses with both a high and' low need for orderliness 
express greater work satisfaction as the climate increases in 
impulse control, the steeper slope of the line for nurses low in the 
need for orderliness indicates a stronger relationship between 
impulse control and work satisfaction than for their counterparts. 
Interaction Involving the 
Submissiveness Need 
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Submissiveness implies a high need for conformity and other-
directedness. High scores emphasize humility, helpfulness, and 
compliance. A practical climate is perc~ived as well-organized and 
likely to have programs that are well-structured with clear 
objectives. Figure 9, depicting' the interaction of the 
submissiveness need and the practicalness climate is not a cross-
over type. Rather,·it is a divergence from a common point. This 
configuration indicates that from the lowest point on the climate 
scale, nurses high in submissiveness express greater work 
satisfaction in highly practical climates than their counterparts 
who are low in submissiveness. As practicalness increases however, 
the difference between the two groups of nurses becomes greater with 
the greatest difference occurring a~ .the high end of the continuum 
and negligible differences occurring at the low end. Although 
satisfaction increases as the climate becomes more practical for 
nurses both high and low in submissiveness, the steeper slope of the 
line for nurses high in submissiveness indicates that the 
relationship between satisfaction and high submissiveness is greater 
than the relationship between satisfaction and low submissiveness. 
Interaction Involving the 
Closeness Need 
A high score on closeness indicates a desire for warmth and 
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organized and likely to have programs that are well-structured with 
clear objectives. According to Figure 10, nurses with a high need 
for closeness are more satisfied in a less practical climate than 
their counterparts with low closeness needs until about 1.2 on the 
climate scale. At this point the lines cross and nurses with low 
closeness needs express greater satisfaction than their counter-
parts. The slope of the lines indicates a strong relationship 
between a highly practical climate and work sa~isfaction for nurses 
with low closeness needs and not much of a relationship for their 
counterparts who have high closeness needs. 
Interaction Involving the 
Sensuousness Need 
High scores in sensuousness suggest self-indulgence and an 
appreciation for aesthetic experiences. Highly sensuous people 
enjoy gratification obtained through the senses. A practical 
climate is perceived as well-organized and likely to have programs 
that are well structured with clear objectives. According to Figure 
11, less sensuous nurses express greater work satisfaction in 
climates low and high in practicalness than their more sensuous 
counterparts except at the lowest end 'Of the practicalness scale 
where the lines cross at 1.2. Although the slope of the lines 
indicates that job satisfaction increases for both groups of nurses 
as practicalness increases and that the relationship is strong for 
both groups, the steeper slope of the line for nurses with low 
sensuousness needs indicates a stronger relationship between low 
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Climate and the Sensuousness Need with 
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sensuousness and practicalness than between high sensuousness and 
practicalness. 
Interaction Involving the 
Friendliness Need 
129 
Nurses with a high need for friendliness enjoy playful 
relationships with people and like simple forms of amusement with 
groups. In supportive climates, there is respect for the integrity 
of the individual and a sense of fair play and openness in the 
working environment. According to Figure 12, nurses with low 
friendliness needs express greater work satisfaction than their 
counterparts in climates low and high in supportiveness except at 
the very lowest levels where nurses high in friendliness express 
greater levels of satisfaction. Although the slopes of the lines 
indicate that nurses with both high and low needs for friendliness 
express greater satisfaction as the climate becomes more supportive, 
and that the relationship is at least moderate for both groups, the 
slope of the line indicates a stronger relationship between a highly 
supportive climate and nurses with low friendliness needs than for 
their counterparts with higher friendliness needs. 
Interaction Involving the 
Intellectual ~ 
High scores on the intellectual need suggest an interest in the 
arts and sciences as well as the empirical and abstract. According 
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Need with Work Satisfaction 
130 
131 
work satisfaction in climates low in intellectual activity than 
their counterparts. At about 2.4 on the intellectual climate scale 
the lines cross and nurses with high intellectual needs express 
greater satisfaction as the climate becomes more intellectual. The 
slope of the lines indicates that for nurses high in intellectual 
interest, satisfaction is more strongly related to a highly 
intellectual climate than for their counterparts for whom the 
relationship is less strong. The gradual slope of the line for 
nurses low in intellectual interest indicates that a highly 
intellectual climate does not greatly influence nurses with a low 
intellectual interest. 
Theoretical and Practical 
Implications 
The implications of this study will be addressed in two 
sections. First, the theoretical implications will include a 
discussion of issues related to the use of the Needs-Press Framework 
in a hospital setting. The second section will consider the 
practical implications of this study from the perspectives of 
hospital and nurse admini~trators, nurse educators, individual 
nurses, and other members of the health care team. 
Theoretical Implications 
The Needs-Press Framework was the theoretical basis for this 
study. First defined by Henry Murray (1938), and based on the 
earlier work of Kurt Lewin, this theory stresses the necessity of 
132 
explaining behavior as an outcome of the relationship between the 
individual and his or her environment. Environmental presses are 
the external situational counterparts to internalized personality 
needs. Behavior in the environment is a function of the congruence 
between needs and press. 
At the outset of this study, it was postulated that a 
congruence between individual need and organizational climate would 
result in a higher level of job satisfaction in a sample of hospital 
staff nurses; lack of congruence was thought likely to be reflected 
in lower levels of satisfaction. 
The findings of this study demonstrated a moderate relationship 
between the needs-climate interaction and job satisfaction. 
According to Jaccard, Turrisi, and Wan (1990), interaction effects 
may fail to appear even when prediction is based on a strong theory. 
Therefore, because of the possiblity that many more interactions 
were probabaly occuring than the 27\ which were detected in this 
study, it appears that the Needs-Press Framework holds up fairly 
well when applied to this sample. 
Also a noteworthy finding was the very strong relationship 
between four specific climate characteristics and job satisfaction. 
In 44 of the 48 (92\) models which significantly affected job 
satisfaction, the climate terms achievement standards, intellectual 
climate, practicalness, and supportiveness were significant. The 
climate terms of orderliness and impulse control were not good 
predictors of job satisfaction. 
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Practical Implications 
This research has practical implications for administrators and 
nurse managers, nurse educators, and individual nurses. The study 
has demonstrated that nurses are not different from other workers in 
their need to work in climates which are achievement oriented, 
intellectual in nature, supportive, and practical. 
Administrators and nurse managers could utilize the findings of 
this research in several ways. First, they can take to heart the 
many indications that nurses are unhappy in restrictive and 
inflexible climates by restructuring work climates to emphasize the 
four climate variables which predicted nurse satisfaction 
(achievement standards, intellectual, supportiveness, and 
practicalness). This finding has been replicated inother reserach. 
For example, Pritchard and Karasick (1973) discovered, that support 
must be tangible. Mansfield (1983, found that tangible support to 
nurses means adequate equipment and supplies, a properly trained 
work force, and a humane assignment of workload and scheduling of 
work hours. Other researchers have found that less tangible support 
to nurses is also important and includes listening to nurses, 
allowing participation in decision maki~g, and providing adequate 
time for staff to adjust to changes in the workplace. 
Administrator~ and nurse managers who make hiring decisions can 
seriously consider the type of area in which a nurse will work and 
attempt to establish a fit between the nurse and the climate. 
Managers can watch for indicators that a nurse is improperly placed 
in the work setting and offer counseling and options t~ the nurse. 
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Educators have an important role in teaching management and 
nursing staff about the powerful impact of climate on nurse job 
satisfaction. Climate and satisfaction education can be addressed 
effectively through continuing education and in formal educational 
settings. In addition, to assist physicians and other health care 
professionals in better understanding their role in the creation of 
organizational climate, nurse educators in the university setting 
could offer to share climate and satisfaction information with their 
healthcare colleagues. 
Nurse educators could also begin coaching students about using 
climate and satisfaction research to effectively select a job. In 
addition, students need to learn of their role in establishing the 
climate of a work unit. 
Implications of this research for individual nurses are two-
fold. First, they can use the findings of the study to search for 
the types of work climates most suited to their individual needs. 
Mansfield (1989) developed the Job Context Index to assist nurses in 
the selection of the clinical setting best suited to their 
temperments. Nurses could use this type of index along with 
clinical practice preferences and salary considerations when making 
job selection decisions. 
Second, individual nurses can become a positive influence on 
the units in which they practice. Through their numerous 
interactions with one another, patients, and professional and 
support staff, nurses can create climates which are achievement 
oriented, intellectual, supportive, and practical. 
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Summary 
As stated at the beginning of this study, many problems related 
to the current nursing shortage.are out of the immediate control of 
the nursing profession. However, improving the quality of the work 
place to reduce turnover is an option which can be addressed by most 
administrators and nurse managers, educators, and individual nurses. 
For nurses who are interested in change, the findings of this study 
offer many alternatives. 
Recommendations For Future Studies 
This study represents a beginning effort to validate the Needs-
Press Framework in a hospital setting and to gain a better 
understanding of the needs of nurses in their work environment. 
Although the theory was partially confirmed, this investigator 
believes that, as noted previously by Jaccard, Turrisi, and Wan 
(1975), interaction effects failed to manifest themselves in this 
study to the degree that is suggested by the Needs-Press Framework. 
Because of the concern that significant interactions went 
undetected, recommendations for future studies will first address 
statistical issues faced by researchers who are conducting 
interaction studies. Jaccard, Turrisi, and Wan (1975, pp. 74-75), 
offer strategies to improve the statistical foundation of 
interaction studies. These strategies will serve as a framework for 
recommendations of a statistical nature. Additional recommendations 
of a more practical nature will then follow. 
Recommendations Related to Statistical Issues 
1. To reduce the potential problem of multicollinearity, 
variables should be centered prior to formulation of 
product terms. 
Multicollinearity, an extremely high correlation between the 
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independent variables, is a problem in social science research which 
results in less reliable estimations. To reduce the potential for 
multicollinearity, the data in this study were centered and it is 
recommended that this process be repeated in future studies. 
2. Efforts must be made to maximize the reliability of 
measurement. 
More reliable instrumentation is necessary to conduct meaningful 
interaction research. Investigators are encouraged to continue 
working on instruments which more precisely measure nurse 
personality needs, hospital climate characteristics and nurse work 
satisfaction. 
3. Researchers should adopt methodological practices 
that promote equal interval characteristics of 
measurement scales. 
It is recommended that the long form of the Organizational Climate 
Index and Stern Activity Index be utilized in future studies, rather 
than the short form which was employed in this study. Use of the 
long form would promote equal interval comparison between the scale 
scores because there would be 30 scale scores for needs and 30 scale 
scores for climate. Comparison of the 30 scale scores was not 
possible with the short forms used in this study because they only 
allowed analysis at the factor level. Although use of the long 
forms would likely require a different methodology (the mailed 
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questionaire may be too expensive and too long), data would yield 
more precise findings because both variables would be commensurate 
in terms of internal characteristics. 
4. Researchers must ~ to see that sample size is 
large enough to assure adequate statistical power. 
This study needs to be replicated with a much larger sample. 
Technically, the N was adequate for computations, but because 
statistical power increases as sample size increases, and because 
the investigator believes that a number of significant interaction 
effects went undetected, a larger sample is recommended to 
facilitate greater identification of interaction effects. Cohen and 
Cohen (1983) suggest that researchers do an analysis of power 
following the development of the research plan and before the 
research is conducted. If the analysis of power indicates 
insufficient statistical power, plans can then be revised. The 
primary revision technique used to increase statistical power, 
according to Cohen and Cohen (1983) is to increase the sample size 
(p. 60). 
5. The functional form of the interaction term should be 
considered Qn sn apriori basis. 
Three research questions provided the direction for this study. 
Because both Needs-Press Theory and literature did not suggest the 
directional nature of the variables under study, a non-directional 
interactive hypothesis was used. To the degree that it is possible, 
directional hypotheses should be stated for future interaction 
studies such as this one. A directional hypothesis, utilizing a 
one-tailed test for significance, would allow the models which 
138 
attained significance at the 0.10 level in this study, to become 
significant at the 0.05 level thus increasing the power of the test. 
To assist future researchers to formulate directional hypotheses, 
those interaction models attaining significance at the 0.10 level 
were indicated on tables in Chapter IV and mentioned in the 
discussion of the findings. 
Recommendations Related to 
Practical Issues 
The present study suggests several directions for further 
research. First, because this investigator was unable to compute 
factor reliabilities for the Index of Work Satisfaction, another 
satisfaction instrument should be located, or additional efforts 
should be made to obtain directions for computing reliability 
coefficients. 
The investigator alsp recommends that if the Stern Activities 
Index and Organizational Climate Index are used again, a large 
enough sample should be obtained to perform a factor analysis with 
sample data. Also, the factors should be renamed to more closely 
approximate the conceptual definitions. If a larger sample is 
obtained, it is also recommended that an analysis of the demographic 
data be done and correlated with the major variables. 
Because nurses, predominately female, are often directed by 
male physicians and administrators, the influence of gender 
differences on climate perception and nurse job satisfaction needs 
to be studied. Literature indicates that males approach work and 
139 
interpersonal relationships much differently than females (Bakan, 
1966; Spence and Helmreich, 1978). Moreover, the type of 
interactions between physicians, administrators, and nurses have 
been cited as sources of job dissatisfaction by nurses (Gilles,1990; 
Mottaz, 1988). Data which describes the influence of gender 
differences within the context of the hospital unit could provide a 
basis for more effective decision making and conflict resolution. 
Similarities of climate characteristics in specific types of 
clinical areas needs to be examined. Critical care and maternity 
areas would be excellent settings for such studies. Likewise, 
climate characteristics based on hospital size and mission should 
studied and compared to the individual needs of the nurses 
practicing in those settings. 
Investigation of settings other than hospitals should be done. 
Specifically, nursing homes would be a second excellent context for 
conducting research. 
Finally, a qualitative methodology would be an excellent 
research approach for the study of climate, needs, and satisfaction. 
such a study could define the pattern of relationships between 
various needs-climate variables. By determining specific patterns, 
the quantitative researcher would be better able to articulate 
directional hypotheses on an apriori basis. 
Conclusion 
The nursing shortage continues. Nurse administrators are 
hastily implementing new delivery systems or resurrecting old ones 
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in an attempt to contend with diminishing numbers of registered 
nurses and increasing numbers of acutely ill patients. However, 
while organizations are preoccupied with recruitment strategies and 
media campaigns, more fundamental needs remains untouched. Concern 
for the needs of individual nurses and the hospital work environment 
receives li~tle attention in the health care world of today. This 
study suggests that, if hospitals looked inward, and studied the 
climates in which nurses function., the present nursing shortage 
would be less dramatic. 
In the final analysis, society obtains what it values and 
respects. -If our nation decides that it truly wants quality nursing 
care, individual needs of, nursing personnel will be addressed~ 
This investigator believes, that when needs and climate are 
considered, the cost of health care related to nurse turnover will 
stabilize, and the quality of health care for Americans will 
continue to improve. 
BIBILOGRAPHY 
Abdel-Halim, Ahmed. "The Effect of Person-Job Compatibility on 
Managerial Reactions to Role Ambiguity." Organizational 
Behavior and Human Performance, Vol. 26 (1980), pp. 193-211. 
Aderman, Morris and Tecklenbaurg, Ken. "Effectiveness of Relaxation 
Training on Personal Adjustment and Perception of 
Organizational Climate." The Journal of Psychology (1983) 
pp. 115. 
Alexander, Jeffery. "The Effects of Patient Care Unit Organization 
on Nursing Turnover." Health Care Management Review, Vol. 13, 
No.2 (Spring, 1988) pp. 61-72. 
Allport, F.H. Social Psychology. Boston, MA: Houghton-Mifflin, 1924. 
American Hospital Association. American Hosoital Association 
Hospital Statistics. Chicago, IL: AHA, 1990. 
Appelbaum, Steven. "The Organizational Climate Audit." Hospital and 
Health Service Administration (January-February, 1984), pp. 10. 
Argyle, M. and Little, B. R. "Do Personaltiy Traits Apply to Social 
Behavior?" Journal for the Theory of Social Behavior (1972), 
pp. 1-35. 
Baker, D. The Duality of Human Existence. New York, NY: Rand 
McNally, 1966. 
Berns, Janice. "Job Satisfaction and Conflict Management". Nursing 
Leadership (March, 1982), pp. 132-137. 
Blau, Gary J. "Using a Person-Environment Fit Model To Predict Job 
Involvement and organizational Commitment." Journal of 
vocational Behavior, Vol. 30 '(1987), pp. 240-255. 
Blenkarn, Helen., D'Amico, Mary, and Virtue, Elaine. "Primary 
Nursing and Job Satisfaction." Nursing Management. Vol. 19, 
No. 4 (April, 1988) pp. 41-42. 
Borich, G. and Madden, s. Evaluating Classroom Instruction. 
Reading, MA: Addison-Wesley, 1977. 
Brady, Carol Ann, Kinnaird, Keri, and Friedrich, Willian. "Job 
satisfaction and Perception of Social Climate in a Mental 
Health Facility." Perceptual and Motor Skills, Vol.51 (1980), 
pp. 559-564. 
141 
Brief, Arthur P. "Turnover Among Hospital Nurses: A Suggested 
Model"., Journal of Nursing Administration, Vol. 6 (1976), 
pp. 55-58. 
Buras, o. K. (Ed.) The Seventh Mental Measurements Yearbook. 
Highland Park, NJ: Gryphon Press, 1972. 
Butler, Joan and Parsons, Robert. "Hospital Perceptions of Job 
Satisfaction." Nursing Management, Vol. 20, ·No. 8 (August, 
1989), pp. 45-48. 
142 
Chambers, Jewell D. "Predicting Licensed Nurse Turnover in Skilled 
Long-term Care". Nursing and Health Care, Vol. 11, No. 9 
(November, 1988), pp. 474-477. 
Ciske, Karen. "Primary Nursing: An Organization That Promotes 
Professional Practice". Journal of Nursing Administration, 
Vol. 1, No. 4 (1974), pp. 10-11. 
Cohen, Jacob and Cohen, Patricia. Applied Multiple Regression/ 
Correlation Analysis for the Behavioral Sciences. Hillsdale, 
NJ: Lawrence Erlbaum Associates, 1983. 
Crocker, L., and Algina, J. Introduction To Classical and Modern 
Test Theory. New York, NY: Holt, Rinehart, and Winston, 1986. 
Cronback, Lee. "Beyond the Two Disciplines of Scientific 
Psychology." American Psychologist (1975), p. 116-127. 
Cronin-Stubbs, Diane. "Job Satisfaction and Dissatisfaction Among 
New Graduate Staff Nurses." Journal of Nursing Administration 
Vol. 7, No. 10 (December, 1977), pp. 44-49. 
Crout, Teresa Kachmar and Crout, John c. "Care Plan For Retaining 
the New Nurse." Nursing Management Vol. 15, No. 12 (December, 
1984), pp. 30-33. 
Curran, Connie. "Sudden Nurse SHortage Threatens Hospital Care." 
New York Times. July 7, 1987. 
Curran, Connie. "Who Needs Nurses?" American Journal of Nursing. 
(April, 1987), pp. 444-447 
Department of Health and Human Services Report to the President and 
Congress on the Status of Health Personnel in the United 
States. Washington, DC: Department of Health and Human 
Services, 1990. 
Dononue, Janet. "Faculty Perceptions of the Organizational Climate 
in Selected Baccalaureate Schools of Nursing." Journal of 
Professional Nursing (November-December, 1986), pp. 373-379. 
143 
Dorr, Darwin, Honea, Sherry, and Pozner, Roberrt. "Ward Atmosphere 
and Psychiatric Nurse Job Satisfaction." American Journal of 
Community Psyc~ology, Vol. 8, No_-4 (1980), pp. 10-11. 
Duxbury, Mitzi,Henley, George, and Armstrong, Gordon. "Measurement 
of the Nurse Organi~ational Climate in Neonatal Intensive care 
Units." Nursing Research, Vol. 31, No. 2 (March-April, 1982), 
pp. 83-88; 
Endler, N. s. and Magnusson, D. (f:!ds). Interactional. Psychology 
and Persnality •. New York, NY: Wiley, 1976. 
Everly, George and Falacione, Raymond. "Perceived Dimensions of Job 
Satisfaction for Staff RNa." Nursing Research, Vol. 25, No. 5 
(September-October, 1976), pp. 10-lf. 
. . 
Fagin, c. "Nursing Addresses International Issues." American 
Nurse (March 11, 1990), p. 6. 
Ferketich, Sandra. ~Aspects of Item Analysis." Research in Nursing 
andHealth, Vol. 14 (1991), pp. 165-168 •.. 
Forehand, Garlie, and Gilmer, B. Von Haller. "Environmental 
Variation: Studies of Organizational Behavior." Psychological 
Bulletin, Vol. 62, No •. ·6 (December, 1964), pp. 10-11. 
Friedlander, F., and Margulies, N. "Multiple Impacts of 
Organizational climate and Individual Value Systems on Job 
Satisfaction." Personnel Psychology, Vol. 22 (1969), pp. 171-
183. . 
Fuszard, Barbara. Self-Actualization For Nurses. Rockville, MD: 
Aspen Systems, 1984. 
Fuszard, Barbara , Slocum, Ilene, and Wiggers, Eugene. "Rural 
Nurses: surviv~ng The Nurse Shortage." Journal of'Nursina 
Administration, Vol.20, No.5 (May, 1990) pp. 41-45. 
Gavin, James. "Organizational Climate As a Function of Personality 
and Organizational Variables." Journal of Applied Psychology, 
Vol. 60, No.1 (1975), pp. 10-11. 
Geiger, Jane w. and Davit, Jacqueline. "Self Image and Job 
Satisfaction in Varied Settings." Nursing Management, Vol. 19, 
No.l2 (December, 1988), pp. 50-57. 
Gilles, Dee Ann, Franklin, Martha, and Child, David. "Relationship 
Between Organizational Climate and Job Satisfaction of Nursing 
Personnel." Nursing Administration Quarterly, Vol. 14, No.4 
(Summer, 1990), pp. 15-21. 
144 
Glick, W.H. "Conceptualizing and Measuring Organizational Climate: 
Pitfalls in Multi-Level Research." Academy of Management 
Review, Vol. 10, No. 3 (1985), pp. 601-616. 
Godfrey, M. "Job Satisfaction- Or Should That Be Dissatisfaction?". 
Nursing 78, Vol. 8 (April, 1978), pp. 89-102. 
Gorsuch, Richard L. Factor Analvsis. Hillsdale, NJ: Lawrence 
Erlbaum Associates, Inc., 1983. 
Gulack, Robert. "Why Not Fit The Job To The Nurse?" RN (May, 1982), 
pp. 27-30. 
Gulick, L., and Orwick, L. (Eds.). Papers gn the Science of 
Administration. New York, NY: Institute of Public 
Administration, 01937. 
Hackman, JR., and Oldham, G. Work Redesign. Reading, Ma: Addison 
Wesley, 1980. 
Hallas, Gail G. "Why Nurses Are Giving It Up". RN, (July, 1980), 
pp. 17-19. 
Harper, D. "An Rx for the RN Shortage." Recruitment Today 
(November-December, 1990), pp. 18-26. 
Harper, Douglas, "An Rx for the~ Shortage." Recruitment Today 
(Fall, 1990), pp. 18-26. 
Hart, s. Kay and Moore, Mary N. "The Relationship Among 
Organizational Climate Variables and Nurse Stability in 
Critical Care Units." Journal of Professional Nursing, Vol. 5, 
No. 3 (May-June, 1989), pp. 124-131. 
Hassanein, Saad. "On the Shortage of Registered Nurses: An Economic 
Analysis of the RN Market." Nursing and Health Care, Vol. 12, 
No. 3 (March, 1988), pp. 152-156. 
Haussler, Susan. "Faculty Perceptions of the Organizational Climate 
in Selected Top-Ranked Schools of Nursing." Journal of 
Professional Nursing, Vol. 4, No. 4 (July-August, 1988), 
pp. 274-278. 
Helmer, F. Theodore and McKnight, Patricia. "One More Time-Solutions 
To The Nursing Shortage." Journal of Nursing Administration, 
Vol. 18, No. 11 (November, 1988), pp.7-15. 
Herzberg, Frederick, et al. The Motivation To Work. New York, NY: 
John Wiley and Sons, 1959. 
Hoffman, Paul B. "Accurate Measurement of Nursing Turnover: The 
First Step in Its Reduction." Journal of Nursing 
Administration, (November, 1981), pp. 37-39. 
145 
Hoy, Wayne K. and Feldman, John A., "Organizational Health: The 
Conce~t and Its Measure". Journal of Research and Development 
In Education, Vol. 20, No. 4 (Summer, 1987), pp. 30-37. 
Huck, Schuyler w., Cormier, William H., Bounds, William Jr. Reading 
Statistics and Research. New York, NY: Harper and Row 
Publishing, 1974. 
Jaccard, James, Turrisi, Robert, and Wan, Choi. Interactive Effects 
in Multiple Rearession. (Monograph 72 in a series on Quantum 
Applications in Social Science, Newbury Park: Sage 
Publications, 1990.) 
James, Lawrence and Jones, Allen. "Occupational Climate: A Review of 
Theory and Research."Psychological Bulletin, Vol. 81, No. 12 
(1974), pp. 122-138. 
Johnston, H. Russell. "A New Conceptualization of Source of 
Organizational Climate." Administrative Science Quarterly, 
Vol. 21 (1976), pp. 38-46. 
Johnston, H. Russell. "Some Personality Correlates of the 
Relationship Between Individuals and Organizations." Journal of 
Applied Psychology, Vol. 59, No. 5 (1974), pp. 623-632. 
Kaiser, Leland. "Sensitive Managers Can Inprove the Working 
Environment." HFM, (March 1982), pp. 13-15. 
Katz, Daniel, and Kahn, R.L. Social Psychology of Organizations. New 
York, NY: John Wiley and Sons, 1966. 
Kerlinger, F.N. and Pedhazur. Multiple Regression In Behavioral 
Research. New York, NY: Holt, Rhinehart and Winston, 1973. 
Kramer, Marlene. Reality Shock. St.Louis, MO: c. v. Mosby, 1974. 
Krampitz, Sydney and Williams, Marian. "Organizational Climate: A 
Measure of Faculty and Nursing Administration Perception." 
Journal of Nursing Education, Vol. 22, No. 5 (May, 1983), 
pp. 200-206 0 
LaFollette, William, and Sims, Henry. "Is Satisfaction Redundant 
With Organizational Climate?" organizational Behavior and Human 
Performance, Vol. 13 (1975), pp. 257-278. 
Lambert, Clinton and Lambert, Vickie. "Hardiness: Its Development 
and Relevance to Nursing." Journal of Nursing Administration, 
Vol. 18, No. 11 (November, 1988), pp. 7-15. 
146 
Lawler III, Edward, Hall, Douglas, and Oldham, Greg. "Organzational 
Climate: The Relationship of Organizational Structure, Process, 
and Performance." Organizational Behavior and Human Performance 
Vol. 11 (1974), pp. 139-155. 
Levenstein, J.D. "The Hospital Climate". Supervisor Nurse, (August, 
1976), pp. 53-54. 
Lewin, Kurt. ~ Dynamic Theory of Personality: Selected Papers. New 
York, NY: McGraw Hill, 1935. 
Lindley, Clyde. "Putting 'Human' Into Human Resource Management." 
Public Personnel Management Journal, Vol. 13, No. 4 (Winter, 
1984), pp. 501-510. 
Litwin, G.H. and Stringer, R.A. Motivation and Organizational 
Climate. Boston, MA: Harvard University Press, 1968. 
Loveridge, Catherine. "Contingency Theory: Explaining Staff Nurse 
Retention." Journal of Nursing Administration, Vol. 18, No. 6 
(June, 1988), pp. 22-25. 
Lyon, H.L., and Ivancevich, J.M. "An Exploratory Investigation of 
Organizational Climate in a Hospital." Journal of Academic 
Management, Vol. 17 (1974), pp. 635-648. 
Mackay, Ruth c. et al. "Job Design: Matching Jobs To Staff Nurse 
Interests." Nursing Management, Vol. 18, No. 4 (April, 1987), 
pp. 76-80. 
Mansfield, Phyllis, Yu, Lucy, Vicary, Judith, and Packard, John."The 
job context Index: A Guide For Improving the 'Fit' Between 
Nurses And Their Work Environment." Journal of Advanced 
Nursing, Vol. 14, (1989), pp. 501-508. 
Manthey, Marie. The Practice of Primary Nursing. Boston, MA: 
Blackwell Scientific Publications, 1980. 
Manthey, Marie. "What Nurses Value." Nursing Management, Vol. 20, 
Vol. 12 (December, 1988), pp. 12-14. 
Maslow, Abraham. Motivation and Personality. New York, NY: Harper 
and Row, 1954. 
Matteson, T., Ivancevich, J. M., and McMahon, J.T. "Individual Need 
Satisfaction, Organizational Practices, and Job Satisfaction 
Among Laboratory Professionals." American Journal Qi Medical 
Technology, Vol. 43, No.8 (1977), pp. 751-757. 
Mayo, E. The Social Problems of sn Industrial Society. Boston, MA: 
Harvard Business School, 1945. 
147 
McCloskey, Joanne. "Influence of Rewards and Incentives on Staff 
Nurse Turnover Rate." Nursing Research, Vol. 23, No. 3 (May-
June, 1974), pp. 239-247. 
McFee, Anne. "The Relation of Students• Needs to their Perceptions 
of a College Environment". Journal of Educational Psychology, 
Vol. LII, No. I, pp. 25-29. 
Meisenhelder, Janice. "Self-Esteem in Women: The Influence of 
Employment and Peception of Husband's Appraisals." Imaoe: 
Journal of Nursing Scholarship, Vol. 18, No. 1 (Spring, 1986), 
pp. 8-14. 
Mischel, Walter. "Toward A Cognitive Social Learning 
Reconceptualization of Personality." Psychological Review, 
Vol. 80, No. 4 (1973), pp. 252-283. 
Mottaz, Clifford. "Work Satisfaction Among Hospital Nurses." 
Hospital and Health Services Administration, Vol. 33, No. 1 
(Spring, 1988), pp. 57-74. 
McMahon, J. Timothy. "A Comparative Analysis of the Relationship 
Between Organizational Climate and Job satisfaction of Medical 
Technologists." American Journal of Medical Technology, 
Vol. 43, No. 1 (July, 1976), pp. 15-19. 
Moos, R.H. Evaluating Treatment Environments. New York, NY: John 
Wiley and Sons, 1974. 
Mossholder, Kevin, Bedian, Arthur, Touliatos, and Barkman, Arnold. 
"An Examination of Intraoccupational Differences: Personality, 
Perceived work Climate, and Human Preference." Journal of 
Vocational Behavior, Vol. 26, No. 2 (April 1985), pp. 164-177. 
Mottaz, Clifford. "Work Satisfaction Among Hospital Nurses." 
Hospital and Health Services Administration, Vol. 33, 
No. 1 (Spring, 1988), pp. 57-74. 
Munro, Barbara Hazard. "Job Satisfaction Among Recent Graduates of 
Schools of Nursing." Nursing Research, Vol. 32, No.6 (November-
December, 1983), pp. 350-355. 
Murray, Henry A. Explorations in Personality. New York, NY: Oxford 
University Press, 1938. 
National Association of Healthcare Recruiters Annual Report, 1989. 
Nichols, G. "Job Satisfaction And Nurse's Intention To Remain With 
or Leave An Organization". Nursing Research, Vol. 20, No. 3 
(May-June,1971), pp. 218-228. 
148 
"Oklahoma's Nursing Shortage: The Impact of Nursing Graduates on The 
Pool of Licensed RNs." (A Draft of a Report by the Oklahoma 
State Regents for Higher Education, 1989.) Oklahoma City, OK: 
Oklahoma State Regents for Higher Education, 1989. 
Payne,R. and Pugh, D.S. "Organizational Structure and Climate." In 
Dunnette, M.D. (editor). Handbook of Industrial and 
Organizational Psychology. New York, NY: John Wiley, 1976. 
Perry, Henry. "The Job Satisfaction of Physician Assistants: A 
Causal Analysis". Social Science and Medicine. Vol. 12 (1978), 
PP· 195-212. 
Polit, Denise and Hungler, Bernadette. 'Nursing Research. 
Philadelphia, PA: J.B. Lippincott Company, 1987. 
Powell, Gary, and Butterfield, D. Anthony. "The Case For Subsystem 
Climates in Organizations." Academy of Management Review, 
(January 1978), pp. 151-157. 
Prescott, Patricia. "Another Round of Nurse Shortage." Image: 
Journal of Nursing Scholarship, Vol. 19, No. 4 (Winter, 
1987) pp. 204-209. 
Price, James L. and Mueller, Charles. "A Causal Model For Turnover 
for Nurses. Academy of Management Journal, Vol. 24, No. 3 
(1981), pp. 543-565. 
Pritchard, R.D., and Karasick, B.W. "The Effects of Organizational 
Climate on Managerial Job Performance and Satisfaction". 
Organizational Behavior and Human Performance, Vol. 9 (1973), 
pp. 126-146. 
Regan, Peter. "The Three R's: Recruitment, Restructuring the 
Environment, and Reformulating the Curriculum." Nursing Clinics 
of North America, Vol. 25, No. 3 (September 1990), pp. 517-525. 
Richman, Dan. "Nursing: An Endangered Profession." Modern 
Healthcare, Vol. 17, No. 7 (March 27, 1987), pp. 32-35. 
Richman, Joel and George c. Stern. Stern Personality and 
Environment Indexes: a User's Technical Manual, Organizational 
Climate Index. Syracuse, NY: Evaluation Research Associates, 
1975. 
Richman, Joel and George c.stern. Stern Personality and Environment 
Indexes: A User's Techninical Manual, Stern Activities Index~ 
Syracuse, NY: Evaluation Research Associates, 1975. 
Roedel, Rita R. and Nystrom, Paul c. "Nursing Jobs and 
Satisfaction." Nursing Management, Vol. 19, No. 2 (February 
1988), pp. 34-37. 
149 
Samuelson, Karl. "Developing a Motivating Organizational Climate." 
Health Management Forum (·Spring 1987), pp. 35-41. 
Savicki, Victor and Cooley, Eric. "The Relationship of Work 
Environment and Client Contact To Burnout In Mental Health 
Professionals." Journal of Counseling And Development, Vol.65, 
No.1 (January, 1987), pp. 249-252. 
Schneider, Benjamin. "Organizational Climates: An Essay." Personnel 
Psychology, Vol. 28, No.4 (Winter, 1975), pp. 447-479. 
Selby, T. "RN Supply Still Below the Demand." American Nurse 
(March 1, 1990), p. 3. 
Seybolt, John W. "Dealing With Premature Employee Turnover." Journal 
of Nursing Administration, Vol. 6, No. 2 (February 1986), 
pp. 26-32. 
Silver, Paula. Education Administration: Theoretical Perspectives 
gn Practice and Research. New York, NY: Harper and Row, 1983. 
Sims, Henry P. "Is Satisfaction Redundant With Organizational 
Climate?" Organizational Behavior and Human Performance, 
Vol. 13 (1975), pp. 257-278. 
Slavitt, Dinah, et al. "Measuring Nurses Job Satisfaction." 
Hospital and Health Services Administration (Summer, 1979), 
pp. 62-76. 
Slavitt, Dinah, et al. "Nurse's Satisfaction with Their Work 
Situation." Nursing Research, Vol. 27, No. 2 (1978), 
pp. 114-120. 
Smith, P.C. , Kendall, L.M., and Hulin, C.L. Measures of 
Satisfaction in Work Retirement: a Strategy For The Study of 
Attitude. Chicago, IL: Rand McNally, 1969. 
Spence, Janet. and Helmrich, Robert. 
Their Psychological Dimensions, 
Austin, TX: University of Texas 
Masculinity and Feminitv: 
Correlations, and Antecedents. 
Press, 1975. 
Stamps, Paula, and Piedmonte, Eugene. Nurses and Work Satisfaction, 
Ann Arbor, MI: Health Administration Press, 1986. 
Stern, George c. People In Context. New York, NY: John Wiley and 
sons, Inc., 1970. 
Stewart-Dedman, Mary. "Job Satisfaction of New Graduates", Western 
Journal of Nursing Research, Vol. 10, No. 1 (February, 1988), 
pp. 66-71. 
150 
Stogdill, Ralph. "A Behavioral Model of Organization." Emerging 
Concepts in Management. Ed. Max Wortman, Jr., and Fred Luthans. 
2nd edition. New York, NY: McMillan Publishing Company, 1975. 
Tagiuri, R. and Litwin, G.H. (Ed) Organizational Climate: 
Exploration of g Concept. Boston, MA: Harvard University 
Press, 1968. 
Tannebaum, A., and Allport, F.HA., "Personality Structure and 
Group Structure: An Interpretive Study of Their 
Relationship Through an Event Structure Hypothesis." 
Journal of Abnormal and Social Psychology, Vol. 53 (1956), 
pp. 272-280. 
Taylor, F. Scientific Management. New York, NY: Harper and Brothers, 
1911. 
Taylor, S. and Covaleski, M. "Predicting Nurse's Turnover and 
Internal Transfer Behavior." Nursing Research, Vol.34 (1985), 
pp. 237-241. 
Taylor, William and Cangemi, Joseph. "Employee Theft and 
Organizational Climate." Personnel Journal (October, 1979), 
pp. 686-688, 714. 
Theile, Juanita. "The Anatomy of An Organization." Nursing 
Administration Quarterly (1983), pp. 42-47. 
Vestal, Katherine. "The Nursing Shortage: Not Just A Nursing 
Problem." Advisor For Nurse Executives, Vol. 2, No. 9 
(June, 1987), pp. 3-5. 
Vroom, Victor. Work and Motivation, New York, NY: Wiley, 1964. 
Wandelt, Mabel, Pierce, Patricia, and Widdowson, Robert. "Why 
Nurses Leave Nursing." American Journal of Nursing (January, 
1981), pp. 72-77. 
Weisman, Carol s. "Recruit From Within: Hospital Nurse Retension in 
the 1980s." Journal of Nursing Administration (May, 1982), 
pp. 24-30. 
Weisman, Carol, Alexander,Cheryl, and Chase, Gary." Job Satisfaction 
Among Hospital Nurses: A Longitudinal Study." Health Services 
Research (1980), pp. 341-64. 
Wells, Gail T."Influence of Organizational Structure on Nurse 
Manager Job Satisfaction." Nursing Administration Quarterly, 
Vol. 14, No. 4 (Summer, 1990), pp. 1-8. 
White, Catherine, and Maguire, Maureen. "Job Satisfaction and 
Dissatisfaction Among Hospital Nursing Supervisors." Nursing 
Research, Vol. 22, No. 1 (January-February 1973), pp. 25-30. 
Wise, R. Reoort of ~ Committee on the Quality of Healthcare. 
Washington, DC: Department of Health, 1988. 
151 
Wolf, G.A. "Nursing Turnover: Some Causes and Solutions". Nursing 
Outlook, Vol. 29 (1981), pp. 233-236. 
Woodman, Richard, and King, Donald. "Organizational Climate: Science 
or Folklore?" Academy of Management Review, Vol. 13 (October, 
1978), pp. 10-12. 
Zuraikat, Mashat, and McCloskey, J. "Job Satisfaction Among 
Jordanian Nurses." International Nursing Review, Vol. 33, 






~ril J, 19IJO 
Oklahoma State University 
DIPAIITMENT Of EDUCA110NAL ADMIN15111A110N 
AND HICHEI EDUCATION 
I STIUWI\Tllt OKLAHOWA 7407&0f4b J09 CUNDEIUEN HAU ·0~1 ... 1144 
154 
Tho current cddcal sharuae of r.Jliatered NII'!M!I -• a - thn!at to the qualtty of hoa&th Nrvic.es • lt auo 
rrducos tho qualitv of the work ••1•er•en:e for thole of us 1111 pr.ctKe. 
lllnv !&ton can:rtbutr to the c:urnnt shortaae Pft)b&lll". lrlalg t.htm il tho Nmi!Wr rate >lh1th 11 h1@11er .,.,.. -. 
t'- ather f-•• -an with canparalue educatien. 
1bt follawi .. rele&ICh ca>esuomatrl' II deSil!ll!d to pthtr lnfO .... tlCII ..mdl v1li nelD -·- wther. ht betwe~ a. 
indivtcU&I IM'nona&ity of tho tursr and tho ..,n. cunato rwswts in arratn job utilf&tlcn. 
'I'lis inf.,.,.tton can be of ~r..at vaauo to students >lho arw' seltr:Utl!l their hnt job and to indivtcUII& '"'1'501 CCIII1WIIftl 
a chanft, lf better cecu1ons are IIBdr prior to -ICM'I!IIt, perillps '"'~ wau&d naa&n en tho job &qer. 
Yea> law bren .......,.~v Nlectrc from a list of currrnt&V ilconsed nul"IM!S 1n yaar state to particU>&tr 1n this· 1ndoponaiont 
rrwen:h project. AS !!lllrt of thr Kudv, l 1111 asklM vru to ~&etr tho att&hoc fCIIr pan CJ~eltllftlmll!· £a:b part 
ne••urn different •!Deets of vaur MrsON:.aitv, \Cn'k Httln~. and lt'Vtt'l of JOO uu•fa:tion. Jnswn an to be ~
an tho boDidrt it•••f and ...cu~d in the s.....,..C, Nlf-eddressed -•q>c. 
Your Drtvcv is asiUftC! in thrrr •l'•• first, vou vlh notr that therw is no ,_ or ather identify~ llllfo.-cien en the 
booklrt. 1bt codr nri>er il nreded should a IM!ConC .,.!ii"!l be nocrsurv. ._r, tho ftltrr &ilt vui be •1nta1111d by 
- ather than nr and vl&i be clrstrovrd .men suChc1...-.: _, havr bren na1wd to -·- tho data. 
Setoncl. a.... is no wv that vour resoonses vu i be lnMt bv vour -..loyrr biCeuH thia cwrw"""•c.o 11 lint tD yau at 
t..o.. Fina1lv, .., ind1vicU&i info.,.tlan wiu be reporacl; al• find,... will br nc:ordl!d 1111 a 11~ fona. 
c:an.,lec1on of this auett:iama1rw •v uke nraflv a baur. 1 laot thil is a lot to Ilk' tbr brnrfit to you, 1 be•-· il 
that tho inf ...... tion '""' 1110111¥ vi •• r>rovtde illlportltt inf-ien lbcalt facton tNt infl- - job .. ~ilfatUa>. 
Thit - benefit vou 1n future job dec1nons. 11 you wish, 1 vii& 11iadly ll!lld you • -ry Df Ill!' flndlllf!l and a ~ 
list en tho subject of writ cd•t•, prnanuity, and jcb -ilf•cu111. (Se the last Jlll!t to re~J~Ht.) 
1!1a IIII1¥IIUIL PmiCIPA1'IQI IS SD DIUirAIIr! The &111ft a-. 8baut NII'IH and the cii'Ciatancl!l ~ our writ 
SltuatlG'h t..hr better aur earHr decis1ons wih be. 
You IIIIV dinc:t anv ouest1ons you have about thu rH<!&ICh or your r11Zhts as a aab)ICt to myso&f or Dr. Lym Arney (-
tnfotnllticm m .aetter"h!oad) or Terrv HaC:lU.&.a, Of!u:e of l'ntvenu.v Rrsearch Set'Vlces, 201 lUe Sc1ences Wst, St&uwur. 
Cklahona 711078, < 110~ l 7t.4-S700. 
1R''WC 'Itt! for yaar ,.rticiDI~i.., in this NSt!&ICh' 
Sincrrt! lv, 
Carel A. -· R.N •• H,S, 
lleoe8rch-1atr -.... ..... _ 
APPENDIX B 
STERN ACTIVITY INDEX 
155 
156 
.... .-. L - af the atem delmba an actiVIty or -* that you -~~~ like, enJOY, or 
&nd ..-. plea111nt than unpieuant. 
D - if the atem detcnba an adavaty or event, that you -ld dashlce, re,eet, or 
&nd more unpleuant than pleuant. 
I. Setting dafficultgoals for myself. 
2. lma111ntng what I would do af I could hve my hfe 
over apan. 
3. Talkang about how at feels to be an love. 
4 Belongang to a close family group that expects me to 
bnng my problems to them 
5 Gomg to a park or beach wath a crowd. 
h Returnangto a task whach I have prevaously failed. 
7 Beang an amportant pohtac:al figure an 1 tune of cJWS. 
8. Weanng clothes that wall attract a lot of attention. 
9 Keepang my bureau drawers, desks, etc:., an perfect 
order. 
10. Leamang how to repaar such thangs as a radao, seWing 
mac:hane, or car. 
II. Studyang Wind condattons and changes an atmosphenc: 
pressure an order to better undentand and preGict 
the weather. 
12. Settang hagher standards for myself than anyone else 
would. and worlung hard to ac:haeve them. 
13. Admatttng when I'm an the wrong. 
14. Leading an act ave socaal bfe. 
15. Pausang to look at myself an 1 manor each tune I pass 
one. 
16. Helpang to collect money for poor people. 
17. tallung about who as an love With whom. 
18. Spending my ttme thanlung about and dlscu111ng 
complex problems. 
19 Organwng groups to vote an a certaan way an electtons. 
20. Thankang about what I could do that would make me 
famous. 
21. Daydreammg about what I would do af I could bve 
my bfe any way I wanted. 
22. Comfortang someone who as feebng low. 
::3 Arran111ng my clothes neatly before gomg to bed. 
24 Learntng how to make such thangs as furnnure or 
clotlung myself. 
25. Doang experunents m physac:s, chemastry or baology 
an order to test a theory. 
26. Seetnglove stones m the movaes. 
27. Beang corrected when l"m domg sometlung the wrong 
way. 
28. 8elon111ng to I SOCial club. 
29. Domg somethmg that Will create a sttr. 
30. Thanlung about Wlnmng recognauon and ac:c:laam as a 
bnlltant mabtary figure. 
31. Standmg on the roof of a tall butldtng. 
32. Havma lou of &une to take care of my haar, hancls, 
face. c:lotlung. etc. 
33. Finlllung some work even though 11 means mllltn& a 
party or danc:e. 
34. Worlun& With mechanac:alapphanc:es, household equap-
ment, tools, elec:tnc:al apparatus, etc. 
3S. Studyang the stan andplaneu and leammg to adentafy 
them. 
36. Bemg a phtlosopher. SCientist, or professor. 
37. Worktng on taSks so dlffac:ult I can hardly do them. 
38. Goang to parues where I'm expected to mtx wath the 
whole crowd. 
39. Leading a well-ordered hfe wath regular houn and an 
established routine. 
40. Planmng ahead so that I know every step of a proJeCt 
before I get to at. 
41. Avoadmg somethmg at whach I have once faded. 
42. Bemg an officaal or leader. 
43 Beang the only couple on the dance floor when every· 
one ts watching. 
44 lmll!lnmg satuattons an whach I am a great hero. 
45. Catchmg a reflection of myself an a marror or wmdow. 
46 Maktng my bed and putung thmgs away every day 
before I leave the house. 
47. Goang to 1 parry or dance watha lively crowd 
48. Goang to scaenttfic exhabats. 



























Lepaaa L - af the Item ciacnbel an actiVIty or event that you wau1c1 like, mjoy, or 
&nd more pleuant thaD unpleuant. 
D - af the 1tem desenbes an admty or event that you would daslike, reJeCt, or 
&nd more unpleuant than pieuant. 
Reading novels and mapzuae stones about love. 73. Havmg my m1sllkes pointed out to me. 
Accepting cnt1e11111 Without tallwlg back. 74. Gomg on a vacabon to a place where there are Iota of 
Keepmg to a regular ~ehedule, even 1f ttus sometanes people. 
means worlung when I don't reilly feel bke n. 75. See1ng ud or melodramatiC mov1es. 
OrpniZing a protest meetmg. 76. Pretending I am a famous mov1e star. 
Spealung before a large group. 77. Makmg my handwntmg decorative or unusual. 
lmapnmg how n would feel to be nch and famous. 78. Takmg care of someone who 1s dl. 
Playmg rough pmes m whiCh someone nught get hurt. 
Fmcbng out how cbfferent languages have developed, 79. Havmg • spec1al place for everythmg and seemg that 
changed, and mfiuenced one another. each ttung 1s m 1t1 place. 
Taking care of younpten. 80. l..eammg how to ruse attractwe and healthy plants, 
Rowen, vegetables, etc. 
Fwng bght sockets, making curwns, puntmg thmgs, 81. Reading about how mathemaucsg used m developmg 
etc., around the house. SCientifiC theones, such u explanauons of how the 
Collectmg data and attemptmg to arnve at general planeta move around the sun. 
laws about the phyiiCal unwerse. 
Chooung diffiCUlt Wks m preference to easy ones. 
82. Havmg people talk to me about some personal prob-
Apologwng wben I've done somethmg wrong. 
lem ofm1ne. 
83. Followmg through 1n the development of a theory, 
Gomg to the park or beach only at tunes when no one even though 1t has no practical apphcauons. 
else 11 hkely to be there. 84. P~ekmg out some hard task for myself and domg 1t. 
Eatmg my meals at the same hour each day. 
Domg thmp according to my mood, w1thout follow- 85. lnv1tmg a lot of people home for a snack or party. 
mg any plan. 86. lnfiuencmg or controU1ng the acuons of others. 
Bemg the center of attenbon at a party. 87. Convertmg or chanpng the VIews of others. 
Skung on steep slopes, chmbmg h11!h mountams, or 
explonng narrow underground caves. 
88. Trymg out different ways of wntmg my name, to 
lmapnmg the land of life I would have 1f I were born make 11 look unusual. 
at a different tune m a different place. 89. Provuhng comparuonsh1p and personal care for a 
Keepmg my room m perfect order. very old, helpless penon. 
Bemg With people who are always JOking, lauglung, 90 Reading about the love affurs of movae stars and 
and out for a good tune. other famous people. 
Reading sc1entdic theones about the ongm of the 
earth and other planets. 91 Working out solut1ons to complicated problems. 
Llstenmg to my fnends talk about the1r love-hfe . even thoul!h the anawen may have no apparent, 
Recemng adviCe from the family. unmechate usefulness. 
APPENDIX C 
ORGANIZATIONAL CLIMATE INDEX 
158 
159 
Le1end: T - True. Generally true or charactenst1c of the org.anazataon. IS something 
wh1ch occun or m1ght occur, IS the way people tend to feel or act 
F - False. Generally false or not charactenstiC of the organazat1on, IS some· 
thang wh1ch IS not bkely to occur, IS not the way people typ1cally 
feel or act. 
Work programs are well organiZed and progress sys· 
temaucally from week to week. 
1. People here express the1r feehngs openly and en· 
thuSJasucally. 
3 Everyone here has a strong sense of bemg a member of 
the team. 
4. There IS a lot of group spmt. 
5 AdnuniStrauve pohcy, goals, and obJeCtiVes are care· 
fully explamed to everyone. 
6 When people here diSagree wnh an adnumstratlve 
deCISIOn, they work to get It changed. 
7 People here put a great deal of energy mto everythmg 
they do. 
8. lmprovmg one's knowledge of Important works of art, 
mu11c, and drama 1s encouraged here. 
9. One of the values most stressed here 1s open-nund· 
edness. 
1 0. Soc1al events get a lot of enthuSiasm and support 
II. People who have fnends of the opposite sex show thetr 
affections openly. 
12. People find others eager to help them get started. 
13. People here spend a great deal of ume th1nkmg about 
and d1scussmg complex problems 
14. The abdny to plan ahead IS h1ghly valued here. 
15. Many soc1al acuvmes are unplaMed and spontaneous. 
16. People are expected to have a great deal of soctal grace 
and pol1sh. 
17. Untidy reports or ones that depart from a spec1fied 
style are almost certam to be returned unaccepted. 
18. Most people here go to lots of pan1es and other soctal 
act miles. 
19. There are many facilities and opponumues for tn· 
d1VJdual creatiVe actmty. 
20. Most people here love to dance. 
21. Personality and pull are more Important than compe· 
tence m getttng ahead around here. 
22. The adnuniStrauve staff are often Joked about or 
cnt1azed. 
13. Most actmues here are planned carefully. 
24. People here speak up openly and freely. 
25. People here are not only expected to have Ideas but to 
do somethmg about them 
26. Good manners and makmg a good 1mpress1on are 
Important here. 
17. The actiVIties of chanues and soc1al agenc1es are 
strongly supported. 
18. Cnt1c1sm IS taken as a personal affront m thiS or· 
gamzauon. 
19. Neatness m tlus place 1s the rule rather than the 
excepuon. 
30. Male-female relauonsh1ps someumes become qune 
senous. 
31. Manv people here enJOY t.dkmg about poetry, plu· 
losoph\' or rehgaon. 
31. Evervone IS helped to get acquamted. 
33. All work assignments are la1d out well m advance. so 
that people can plan thetr own schedules accordmgh 
34. People here thnve on difficulty - the tougher thmgs 
get. the h:trder everyone works 
35. lnd1vaduals who are not properly groomed are hkely to 
have tins called to the1r .menuon 
36. Serv1ce to the commumty as regarded as a maJOr re· 
spons1bhty of the mstnuuon. 
37 People here are not really concerned wnh deep 
Philosophical or eth1c,d matters 
38. Good work 1s really recogmzed around here 
39. Work IS checked tO see If II IS done properly and on 
ume. 
40. Adnumstrators are pracucal and effiaent tn the wa\ 
they dispatch thetr bUSiness 
Used by permission from "Organizational Climate Index" by George c. 
Stern, Carl Steinhoff, and Joel Richman, 1975. 
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Lecend: T - True. Gener.allv true or charactenst1c of the orgamzat1on, IS somethmg 
wh1ch oc:curs or m1ght oc:cur. u the way people tend to feel or act 
F - F•lse. Generally false or not charactensuc of the orgamzat1on, IS some-
thmg wh1ch 1s not hkelv to oc:cur, as not the \\av people typ1call\ 
feel or act 
41 There are no favontes an this place, everyone gets 
treated ahke 
42. People here can get so absorbed an their work they 
often lose aU sense of ume or personal comfort. 
43 People frequently do thmgs on the spur of the 
moment 
44 Proper soctal forms and manners are not particularly 
1mportant here 
45 Few people here are challenged bv deep thank.mg 
46 People set htgh s1andards of achaevement for them· 
selves here 
4 7 f\jew adeas are always beang tned out here. 
48 People here tend to take the easy way out when thangs 
get tough 
49 Adnuntstrators put a lot of energy and enthusaasm an to 
duecung thas program ' 
50 People here talk about thetr future amagmauveiv' and 
wnh enthustasm 
51 There as J general adea oi appropnate dress whach 
everyone iollows 
', There dlwavs seem to be a lot of hule quarrels goang on 
here 
53 It's eJS\ to get a group together for gJmes, cokes, 
movtes. etc 
54 The worh Jtmosphere emphasazes efficaency 4nd 
usefulness 
55 People spend a !!real deJI ot ume together socaall\ 
5b There 1s nut wasted ume here evervtlnng hJs been 
pldnned rt!!lll to the mmute. 
57 D1~ussaons about 1mprovan!! soctety are wmnmn here 
58 Unusudl or excnang plan~ are encouraged here 
59 People here feel free to e"press themselves 1mpulstvel\ 
60 Peoole here expect to help out wuh iund unves 
CARE. Red Cross. etc 
61. There as a spec1fic place for everythang and everyone 
here. 
62. ·People ,here often get anvolved an long. senous an-
tellectual dtscUSSJons. 
63. The adnumstrauve staff wall go out of ns way to help 
you With your work .. 
64. Many people here read magwnes and books anvolvtng 
hiStory, .econonucs or pohucal sctence. 
65. Lookang and acung "nght" as expected. 
66. The people here are easily moved by the masfortunes or 
dastress of others. 
67. Everyone has the same opportunity to make good 
68 Commun1cauons wnhm the orgam~uon as always 
earned on through formal channels. 
69 Most acuvmes here present a real personal challenge 
70 People ask pemuSSion before deVIating from common 
pohcaes or pracuces 
71. There as a recol!!mzed group of leaders who receave 
spectal pnvaleges , 
7::! People here feel they must really work hard because of 
the Important nature of thear work. 
. ·' Pdrttes are colorful and Iavely here 
i4 Programs here are qu1ckly changed to meet new 
condauons 
15 . People are always carefully dressed and neatly 
groomed. 
7(, "Lend a helpmg hand" could very well be the motto of 
thas place. 
There as constderable mterest an the analvsas of value 
systems and the relauvny of soc1eues and ethacs. 
78 There as a lot of mterest an the phtlosophy and goals of 
sctence here 
79 Frank dascuss1ons about sex are not uncommon among 
people here 
80 People here are usually quack to help each other out 
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Liatecl uui briefly defiDed OD t.hia lheet of paper ant ais terma or factora that ant in· 
volvec:l iD bow people feel about their work aiiuatloD. Each fu:t.or baa IIOID8tbiDg to do with 
"work aadafac:tiOD." We ant iDterated iD determiDiDg which of tbeee • DIOIIt UDpOrtaDt to 
you 1D re1atiOD to the otbera. 
Pleue cuefully read the defiDitioDa for each fu:t.or u pven below: 
1. Pay-dolllr remUIUII'atioD uui friDp beDefita received for work doDe 
2. AutoDomy-amouDt of job-related iDdiiPndenc:e, initiative, ad fnedom, either 
penDitted or nquind iD daily work ama. , 
3. T..t Requuemmlta-tab or ama. that muat be done u a reaular part of the 
job 
4. Orpniaiioual Policiei-1D1111q81118Dt policiel aDd proceduna put forwud by the 
bo.piYl aDd IIUISIDIIIdmilliatratiOD of tbia holpital 
5. IDteraciiml-opporamitiel p.-.sted for both formal aDd iDfonDa1 aoaal aDd 
profeaaiOD&l CODtact duriDc workiDa boura 
6. ProfeuioDal Statua--overd importaDce or aiprifirADc:e felt. about your job. both iD 
your view aDd iD the view of otben 
Seorirll/. Theae W:ton ant p.-.sted iD pain OD the Cl'*tioDIIain that you bave beeD 
p.m. ODly 16 pain ant preeemed: t.hia ia nary aet of COIIIbiDatiODa. No pair ia repeated or ' 
znwned. 
For each pair of term&, decide which oDe ia more importllnt for your job aatiafactioD or 
morale. Pleue iDdicate your choice by a cbeck on the liDe iD fnmt of it. For eumple: If 
you felt. that Pay (u defiDed above) ia IIIDft importaDt thaD Autonomy (u defiDed Dove), 
cbeck the liDe befom Pay. 
_Pay or _ AutoDomy 
We lalize it will be dif&u1t to make cboic:ea iD aome ....... Honver, pleue do tzy to 
aelec:t the fEtor which ia mom importaDt to you. Pleue make a effort to aawer every 
item; do DOt cbaDp ay of your aDa'ftiL 
1.-Prot.aioDal Statua or - Oqpmir.atioDal Policiea 
2.-Pay or - Tuk RequiremeDtl 
3. _ OrpmzatioDal Policiee or -IDtenctioD 
4.-T..t iUiquinmeDta or - ()qpmir.atioDal Policiea 
5.-PJofeuioDal Statua or - Tut Requiremmta 
6.-Pay or -AutoDOJDy 
7.-ProfeuioDaJ Statua or -IDteactioD 
8.-PmfeuioDal Statua or -AutoDOJDy 
9. ~ IDtenction or -Task Requiremmta 
10. :__ IDteractioa or -Pay 
11.-AutoDODiy or -Tuk~ 
12. _ OrpniatioDal Policiee or -AutoDomy 
13.-Pay or - Pmt.aioDal Status 
14. _IDtenctioD or -AutoDomy 
15. _ OrpniaiioDal Policiea or _Pay 
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Used with permission from Nurses and Work Satisfaction: An Index for 
Measurement by Paula M. Stamps and Eugene Piedmont, 1986. 
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Pari B (Anuude Q....UOnnaire) 
The following items repnMDt atatemeata about aatiafaction wi~ your occupation. Pleae 
fiiPOIId to each item. It may be very difficult to fit your J'IIPOD .. mto tbe MVeD cate-
goriel; iD that cue. aeJec:t tbe cat.eaoJY that c:omu c:lolut to your responae to tbe atate-
ment. It ia very imporiuat that you lift your honat opinion. PJ.M do not go back aDd 
chimp any of your uawen. 
l,..,radloru for Beorilltt PJ.M circle tbe number that moat cbely indicates how 
you feel about each ltatemeDt. The ~ aet of numben indicates ....._ of diacrlreement. 
The right aet of IIUIIIben indica._ ....._of qreement. The center number meana ''uude-
c:ided." PleMe uae it u little u pouible. For eumple, if you atrofl6ly din6ree with tbe 
first item. circle 1; if you mtldcrauly fllrW with tbe first atatement, you would circle 6. 
R~ The moreltrimgly you feel about the atat.emeDt, the further from the cen-
ter you abould cbde. with ciilapoeement to the left~ ~t to the right. 
Diaapee Agree 
1. My ,_m ..tuy • ..aaflctGry. 1 2 3 • 5 6 7 
2. Mal& people do Ddt IUf6ciaily IPPftCI&ta the 1 2 3 • 5 6 7 iiDpolt.IDcl of IIUIIIIII- w balpatalpUillnL 
3. The IIUD1III JIIIIIOIIIIII OD lilY I8I9ICI do DOt beutata W 2 3 • 5 6 7 pitcb iD aDd belp ODe UIDdler cg ,._ daiDp- iD. 
rulb. 
•• ,...... ill too IIIIUda--ud "ppippl ........... of 1 2 3 • 5 6 7 D\llliDI pel--- iD tbillllalpdal. 
5. The JIUIIIIIIItaff bMIUf&c:ien& ClOIIt:rolOftf KhednliDI 1 2 3 • 5 6 7 their OWD work lbifta ID lilY bolpiU1. 
6. P~ ID pllllai c:oapaata wida IIUIIIIIIItaff OD 2 3 • 5 6 7 mymut. 
7. I feel that I UD IIJI)Imllld- dolely tlwa ill 1 2 3 • 5 6 7 _,. 
8. Eriwtiq111Y181f, it limy JIIIIINiiOD tbat • lot of 1 2' 3 • s 6 7 Dunull penoDM!at tbia halpdalara cbMa&ilfied wRb 
tbelrpay. 
9. Nllllinl• a kml way from beiDIISCDIP"ad u a 1 2 3 • s 6 7 .,..,__. 
10. New employee~ are DOt quickly ....a w "feel a home" 2 3 • s 6 7 oa myum&. 
11. I &biDk 1 could do a blUer )Db if I did not haft 10 IIIUCh 1 2 3 • 5 6 7 w do aD the time. 
12. 'l'here • aiNU pp beWwD the~ oftbia 1 2 3 • 5 6 7 balpital aDd the daily pftlbleml of the llllftUIIIel'9llle. 
13. 1 feel1 haft IUf&c:ieD& mput mw the propuD of cue 1, 2 3 • 5 6 7 
for IICb of lilY .. tiiD&I. 
14. Conaidlrullwba& ill npeNd of IIUIIIIII1e1'911le 
p1110111181at tbillllalpdal. t.be .. , we ~H • JMIC'DMie, 
1 2 3 • s 6 7 
15. There • DO doubt wbatanr ID my IDIIIIi tbat wbat 1 do 2 3 • s 6 7 
OD lilY JOb il ....oy 1IIIIJOI'l&DL 
16. There •• pod ... of tauawark ud CIJCIIIIIIIiion 2 3 • 5 6 7 
bftWIII ftfD1I leNilof JIUISIIII.,........tOD lilY -
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Dilqree Apee 
17. I have too much 1811JC1Daibility Uld DOt 8Dough 
autbonty. 
~ 3 4 5 6 7 
18. TbeN ... DOt enough opporCwllt1el for advancemeDt of 2 3 4 5 6 7 
nunmc penonnel at tlua holprtal. 
19. TbeiW 11 a lot of teunwori: ~n nunea and doc:ton 2 3 4 5 6 7 
on my OWD IID1t. 
20. On my Mmee, my auperYIIOn make all the decllloDa. I 2 3 4 5 6 7 
bave liUJe duec:t CODtiOJ over my OWD work. 
21. The p-t rate of- ID pay for nun1111..w:e 2 3 4 5 6 7 
penonnei at Uua bolpltal11 DOt 1atllfactary. 
22. I am Mtlafied with tha type. of ac:tmtiea that I dO on 2 3 4 5 6 7 
my job. 
23. The nun1111 penonnel OD my leiYICe a1W DOt U friudly 2 3 4 5 6 7 
Uld out&OIIII u I would lib. 
24. I have pjenty of iuDe Uld opponwnty to ~ · 2 3 4 5 6 7 
patlelat caN problema With otber nunmr terY~Ce 
peiiiODII8l. 
25. TheN 11 ample Opporumity for nun1111 atalf to 2 3 4 5 6 7 
pai'QC1pate ID the adJauuaUagw decJaJOD•maiaDc .,_ 
26. A peat deal of iDdepende- II perautted. if DOt 2 3 4 5 6 7 
reqwred, of me. 
27. What I do OD my job do. DOt lldd up to aayt~UDJ...ny 2 3 4 5 6 7 
•l~Dificat. 
28. TbeJW i8 a lot of ''raak CODICJOI•-" OD my unit. 1 2 3 4 5 6 7 
Nunmr penonnel Midom IIUIIIIe With ot.ben of lonr 
I'IUib. 
29. I have IUfficieat iuDe for direct patlelat-. 1 2 3 4 5 6 7 
30. I am~ fruatrated ~all of my ac:tiYitiel 2 3 4 5 6 7 
--pi'OII'UIIIIIII for me. 
31. I am aomet.1me1Nqlllftld to do thiDp on my JOb that 2 3 4 5 6 7 
... apUIIt my better profeuJODal nun1111 ,JUdgmeDt. 
32. From what I bear from Uld about DuniJIIMrvu:e 2 3 4 5 6 7 
peraoaaelat otber holpltail, we at th11 bolpatal aN 
bemr fauty pud. 
33. Admmllt.rauw decJa10D1 at thia boepatal J.Dterfenl too 2 3 4 5 6 7 
much With patlelat -· 
34. It mabs me proud to talk to otber people about what I 2 3 4 5 6 7 
do on my JOb. 
35. I wilh tha phyn:aaDI beN would lbow morelelplet for 2 3 4 5 6 7 
the lki1l and JcDOwledge of the nunmc atalf. 
36. I could deliwr much better caN if I bad IliON tame With 2 3 4 5 6 7 
ach pltlelat. 
37. Pbyliaullat thia boeprt.al paarally UDdentaDd and 2 3 4 5 6 7 
appnaate what the nunmc ltaff ck.s. 
38. If I bad the clecWoa to make all over apm, I would' 2 3 4 5 6 7 
ltill10 IDto DunJDI• 
39. The phyn:iuaat thia holprt.allook down too much OD 2 3 4 5 6 7 
the DunUI( atalf. 
40. I have all the VOICe iD plaJuuac policiea and proceciwea 1 2 3 4 5 6 7 
for thia bolprt.al and my um~ that I want. 
41. My partlc:uiar JOb really, doaan't IWqU1I'I much lki1l or 1 2 3 4 5 6 7 
"bow-bow." 
42. The DunJDC edmmlltlat.on puerally COIIIUli with the 2 3 4 5 6 7 
atalf OD daily probie- and p~ 
Notes 
43. I haft tbe freedom m my work t.o make IIIIJI(Irtallt 
decw10aa • 1 - fit, uad can COUDt OD my IUpiiiY180n 
t.o t.ck - up. " 
44. AD ~ of s-Y ICbecluia for DUISIJII penomael 11 
...W at tlua holpd.IL ' 
'Stamp~, P .L.. et al. "~t of Work SatilfaC. 
tlOD Amolll Health Prof-IOIUlla." MediCal Care 16: 
337-52, April1978. 
2SiaYltt. D.B., et a1. "Nun.' SatilfactJOD With Their 
Work SituatiOn." Nun"'ll Ruearcla 22:114-20, March! 
Aprill978. 
'--. "MeMurull tbe Levela of SatjafactiOD of H01Pt· 
tel Nur.s." Hotplttll and Health Sm~&CU Adnunuua-




2 3 4 5 6 7 
2 3 4 5 6 7 
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Directions: So that I can compare information about you and 
your work setting with that of other nurses. I 
need a few facts. Please answer all the 
questions. 
1. Age: _years 
2. Gender: A. Male B. Female 
3. Total Years of Experience in Nursing: 
4. Total Years at Current Organization: 
5. Total Years in Current Job/Position: 
6. Approximate Number of Hours Worked/Week: 
7. Number of Beds in Your Hospital: 
8. Number of Beds on the Unit Where You Work: 
9. Your Current Position: 
A. Staff Nurse 
B. Shift Charge Nurse 







D. Other (Please Specify) ______________________ ___ 
10. Your basic Nursing Preparation: 
A. ADN B. BSN C. Diploma 
11. Additional Educational Preparation: .................................................. ..... 
12. Is The Hospital Where You Work Within 20 Miles of a 
major metropolitan city? 
A. Yes B. No 
I would like to receive a summary of the findings of 
this research. (" " if you would like me to send you 
information. I 
Please write any comments that you wish to make about the 
work setting, individual nurse personality, or job 
satisfaction on the back of this page. 
Again, thank you for your assistance in this research! Your 
completion of this survey represents a valuable contribution 









1021 East Huron 
l'tm AICa MIChigan 48104 
3131764-1380 
FAX 3131763·1105 
October 9, 1989 
Carol A. Mannahan, R.N., M.S~ 
2740 N.W. 111 
Oklahoaa City, OK 73120 
Dear Ms. Mannahan: 
Thank you for writing for peraission to use the Index of 
Work Satisfaction in your doctoral research. Health 
Adainistration Press grants you peraission to aake the 
copies of the Index you need, provided that the followinl 
credit line is included on the first page of all copies: 
Used with peraission fro• Nuraea aDd Work SatiafactioD: 
AD IDdex for Neaaure•eDt by Paula L. Staaps and Bugene 
B. Piedaonte (Ann Arbor, MI: Health Adainistration 
Preas, 1986). 
If any changes are aade in the wording of the scale, piease 
replace the first word in the credit line, "Used," with 
"Adapted." · 
Peraission is granted for one~tiae use only. 
Peraission does not extend to publication of aeterial froa 
the book. For exaaple, if you should write an article and 
it is accepted for publication, you would need to write 
again for peraission if you wanted to include a copy of the 
Index in your article. 




A~attnr folnllaon. 1M 





June 8, 1990 
Dear Nurse, 
In April, I asked you land many other nurses!) 
to complete a questionaire ~hich would provide 
valuable information about the clinical work 
setting in which nurses function. 
I have not received your response yet. 
Your inout is so important!· Would you take 
some time and fill out the att,ached form and 
return it to me as soon as you can? 
I know the questionaire looks long, but 
nurses tell me it is easy to do and that 
they are interested in what I find out. 
(I will gladly send you a summary of my results 
if you wish.) 
Thank you (in advance) for your assistance 
with this project! 
171' 
Sincerely, (Check here if you want a 
summary of my findings.) 
Carol A. Mannahan 
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